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A bstrac t
H e r z b e r g ' s  M o t iv a to r -H y g ien e  Theory h a s  had  a s ig n i f ican t  impact  
on human m ot iva t ion  r e s e a r c h ;  ho w ever ,  s e v e ra l  f a c to r s  r e la te d  to the  
theory  h a v e  b e e n  o ve r lo o k e d .  The p u rp o se s  of th i s  t h e s i s  were to  d e v e lo p
an o b je c t iv e  in s t rum en t  with  which  to  m easu re  job s a t i s f a c t i o n  and job
■---------------------------f  /
d i s s a t i s f a c t i o n ;  to  de te rm ine  how an employee  would r e a c t  when h is  m o t i ­
va to r  and  hyg iene  n e e d s  are  f rus t ra ted ;  and to look a t  the  r e l a t io n s h ip  
be tw een  job  s a t i s f a c t i o n  and job  d i s s a t i s f a c t i o n  and c e r ta in  p e r s o n a l i ty ,  
i n t e l l e c t u a l  and  env ironm enta l  f a c t o r s .
It w a s  h y p o th e s iz e d  th a t  p a r t i c ip a t io n  in n o n - jo b  a c t i v i t i e s  would be 
d i r e c t ly  r e l a t e d  to  an  i n d iv i d u a l ' s  f ru s t r a t io n  w ith  the  motivator  and h y ­
g ien e  fa c to r s  of h i s  w ork .  Pa r t i c ip a t io n  in n o n - job a c t iv i t i e s  w a s  a l s o  
h y p o th e s iz e d  to be d i r e c t ly  r e l a te d  to  o n e ' s  b e l i e f  in h i s  contro l  over  e v e n t s .  
Furthermore ,  i t  w a s  h y p o th e s iz e d  th a t  job f ru s t ra t ion  w a s  a funct ion  of 
i n t e l l e c t u a l  func t ion ing  and job com plex i ty .
The Ss in  t h i s  r e s e a r c h  c o n s i s t e d  of 100 male  em ployees  of a m id w es t  
f ix ture  m anufac tu r ing  co rp o ra t io n .  The d a ta  were  ga th e red  by means of a 
su rvey  t e c h n iq u e  a s  w e l l  a s  from employee  work r e c o r d s .
The r e s u l t s  of the  d a ta  a n a l y s i s  suppor ted  the  d i r e c t  r e l a t io n s h ip  
h y p o th e s iz e d  b e tw ee n  n o n - jo b  a c t i v i t i e s  and b e l i e f  in the  contro l  of r e ­
in fo rcem en ts  (p < .0 1 ) .  Par t ia l  suppor t  w a s  o b ta in ed  for the  v a l id i ty  of
the  in s t ru m en t  d e s ig n e d  to m easu re  job  s a t i s f a c t i o n  and job  d i s s a t i s f a c t i o n ,
i i i
but  no suppor t  w a s  o b ta in e d  for the  remaining h y p o th e s e s  (c^< .0 5 ) .
Due to  the  c o r r e la t io n a l  na ture  of the  p r e s e n t  i n v e s t i g a t i o n  i t  i s  
d i f f icu l t  to  ex p la in  the  l a c k  of suppor t  for two of th e  h y p o t h e s e s .  Severa l  
p o s s i b i l i t i e s  e x i s t :  the  in s t ru m e n ts  u s e d  may have  b e en  inva l id  or of 
l im ited  u t i l i ty ;  the  popu la t io n  u s e d  may have  b e en  a ty p ica l ;  or the  h y p o ­
t h e s e s  were  simply f a l s e .  P o s s ib le  r em ed ie s  for t h e s e  shor tcom ings  are  
g iven  and s u g g e s t i o n s  for fu ture  r e s e a r c h  are  p r e s e n t e d .
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One of the  most  s i g n i f i c a n t  d ev e lo pm en ts  in the  a rea  of human m oti ­
v a t io n  r e s e a r c h  h a s  b e e n  the  deve lopm ent  of the  M o t iv a to r -H y g ien e  Theory 
by H erzbe rg ,  M ausn e r  and  Snyderman (1959). This theory  s u g g e s t s  th a t  
man h a s  two n eed  s y s te m s  : an av o id a n ce  sy s te m ,  and a p e r s o n a l  growth 
s y s t e m .  The a v o id an ce  n e ed  sy s te m  p e r ta in s  to m a n 's  n e ed  a s  an animal 
to  avoid  p a in ,  whi le  th e  p e r s o n a l  growth n eed  sy s te m  c o n c e rn s  h i s  human 
n e e d s  for p s y c h o lo g ic a l  growth .
The M o t iv a to r -H y g ie n e  Theory r e p r e s e n t s  a s ig n i f ic a n t  depar tu re  from 
the  t r a d i t io n a l  c o n c e p tu a l i z a t i o n  of s a t i s f a c t io n  and d i s s a t i s f a c t i o n .  
T yp ic a l ly ,  t h e s e  f ac to r s  are  v iew ed  a s  two ex t rem es  of a s i n g l e ,  b i -p o la r  
continuum (Figure 1).
DISSATISFACTION SATISFACTION
Figure 1. T rad i t iona l  model  of s a t i s f a c t i o n  and d i s s a t i s f a c t i o n
1
The t r a d i t i o n a l  model i s  b a s e d  on th e  no t ion  t h a t  the  p r e s e n c e  of 
c e r t a in  f a c to r s  su c h  a s  m oney ,  oppor tun i ty  for a d v a n c e m e n t ,  good working  
c o n d i t i o n s ,  job s t a t u s ,  e t c . ,  c o n t r ib u te  tow ards  f e e l in g s  of job s a t i s f a c ­
t io n .  C o n v e r s e l y ,  the  a b s e n c e  of t h e s e  f a c to r s  promotes f e e l in g s  of d i s ­
s a t i s f a c t i o n  .
H e rz b e rg ,  e t  a l .  (1959), have  c a s t  s e r io u s  d oub ts  on su ch  a m odel .  
T hese  i n v e s t i g a t o r s  b e l i e v e  the  b e s t  model  to  u s e  i s  one com posed  of  two 
u n i - p o l a r  c o n t i n u a ,  a s  d i s p la y e d  in Figure 2 .
NO
SATISFACTION SATISFACTION
—1^  ......................................   NO
DISSATISFACTION DISSATISFACTION
Figure 2 .  Herzberg*s model  of s a t i s f a c t i o n  and d i s s a t i s f a c t i o n
W h ile  t h i s  theo ry  evo lved  from a s tudy  involv ing  a w e l l  e d u c a t e d ,  
h om ogeneous  popu la t ion  ( i . e . ,  2 03 a c c o u n ta n t s  and e n g in e e r s ) ,  numerous 
i n v e s t i g a t o r s  have  s u c c e s s f u l l y  v a l id a t e d  th e  theory  on a w ide  range  of 
p o p u la t i o n s .  As in the  o r ig ina l  r e s e a r c h ,  t h e s e  v a l id a t io n  s tu d i e s  support  
th e  th ree  main t e n e t s  of the  M o t iv a to r -H y g ie n e  Theory: (a) th a t  the  f ac to r s
w hich  promote f e e l in g s  of s a t i s f a c t i o n  are d i s t i n c t  from th o se  f ac to rs  
w hich  con tr ibu te  to  f e e l in g s  of d i s s a t i s f a c t i o n ;  (b) th a t  the f ac to rs  w hich  
promote s a t i s f a c t i o n  are  i n t r i n s i c  job f ac to r s  or f a c to r s  in h e ren t  in the  
c o n te n t  of the  work ( i . e . ,  r e c o g n i t io n ,  a c h i e v e m e n t ,  a d v a n c e m e n t ,  g rowth ,  
r e s p o n s i b i l i t y ,  and an i n te r e s t i n g  job);  and (c) th a t  the  fac to r s  w h ich  c o n ­
t r ibu te  to d i s s a t i s f a c t i o n  a re  e x t r i n s i c  job fac to r s  or f a c to r s  inheren t  in 
t h e  c o n te x t  of the  job  ( i . e .  , s t a t u s ,  s e c u r i t y ,  s u p e r v i s io n ,  company 
p o l ic y ,  working c o n d i t i o n s ,  and c o -w o r k e r s ) .
One of the  e a r l i e s t  s t u d i e s  on the  v a l id i ty  of H e rz b e rg ' s  theory  w as  
co n du c ted  by Schwarz (1959) u s ing  373 middle m anagem ent  p e r s o n n e l .  
Schwarz u s e d  a m ethodology  ve ry  s im ila r  to  the  c r i t i c a l - i n c i d e n t s  t e c h -  
ni que employed by H e rzb e rg .  S p e c i f i c a l ly ,  Schwarz a s k e d  the  fo l low ing  
q u e s t io n s ;
a )  O c c a s i o n a l l y ,  som eth ing  h ap p en s  to  the  (t it le  of the  
job) th a t  m akes  him fee l  p a r t i cu la r ly  w e l l  s a t i s f i e d  
w i th  h i s  jo b ,  and  th a t  s t im u la te s  him to  con tr ibu te  
even  more.  Think of a t ime som eth ing  l ike  t h i s  
h a p p en e d  to you .
(2) O c c a s i o n a l l y ,  som eth ing  in te r fe re s  w i th  the (t itle 
of the  job) e f fo r ts  to carry out  h i s  job  e f f e c t iv e ly .
Think of the  m ost  r e c e n t  time you e x p e r i e n c e d  th is  
kind of f ru s t r a t io n .
A c o n te n t  a n a l y s i s  of the  r e s p o n s e s  ob ta in ed  from the  f i r s t  q u e s t io n  
in d ic a te d  th a t  80% of th e  r e s p o n s e s  c o in c id e d  w i th  H e rz b e rg ' s  motivator  
f a c to r s ;  th a t  i s ,  80% of the  f a c to r s  w hich  induced  s a t i s f a c t i o n  in the  
middle m anagers  of S c h w a rz ' s  s tudy  were id e n t i c a l  to  the  f ac to rs  w hich  
the  a c c o u n ta n ts  and e n g in e e r s  in H e rzb e rg 's  s tudy  repor ted  a s  r e s p o n s ib l e  
for the i r  f e e l in g s  of s a t i s f a c t i o n .  Furthermore,  7 6% of the  middle m a n a g e r s '
4r e p l i e s  conce rn ing  w h a t  f ru s t r a te d  them or made them d i s s a t i s f i e d  c o in c id ed  
w i th  H e rz b e rg ' s  hyg iene  or d i s s a t i s f i e r  f a c to r s .
W hile  the  Schwarz s tudy  r e p r e s e n t s  a s y s te m a t i c  r e p l i c a t io n  of the  
Herzberg  e t  a l .  (1959) s t u d y , the  r e p l i c a t io n  c o n d u c ted  by Sa leh  (1963) 
w a s  of a more d i rec t  na tu re  in t h a t  the  methodology employed by th i s  i n ­
v e s t i g a t o r  w a s  id e n t i c a l  to  tha t  u s e d  in the or ig ina l  s tu d y .  Saleh  u t i l i z e d  
85 m anagers  from s e v e r a l  ty p e s  of c o m p a n ie s .  An in te r e s t in g  fea ture  of 
th i s  s tudy  i s  tha t  the  Ss ranged  in age  from 63 to  65 y e a r s ;  th a t  i s ,  t h e y  
were  " p r e - r e t i r e e s .  1 The r e s u l t s  of t h i s  in v e s t ig a t io n  support  H e rz b e rg ' s  
f ind ings :  89% of the  f ac to r s  w h ich  the  p r e - r e t i r e e s  iden t i f ied  a s  inducing  
s a t i s f a c t i o n  were  id e n t i c a l  to H e r z b e r g ' s  motivat ion  f a c t o r s .  S ix ty - s e v e n  
p e rc e n t  of the  f ac to rs  induc ing  d i s s a t i s f a c t i o n  c o in c id e d  w i th  H e rz b e rg ' s  
hyg iene  f a c t o r s .
In an  effort  to  v a l i d a t e  the  M o t iv a to r -H y g ien e  Theory on a n o n -  
m an ag er ia l  p o p u la t io n ,  M ey ers  (1964) u se d  s e v e ra l  d i f fe ren t  t y p e s  of 
workers  from one o r g a n iz a t io n .  S p e c i f i c a l ly ,  h i s  sam ple  c o n s i s t e d  of 
50 s c i e n t i s t s ,  55 e n g i n e e r s ,  50 m anufac tur ing  s u p e r v i s o r s ,  75 male 
t e c h n i c i a n s ,  and 52 fem ale  hourly a s s e m b l e r s .  In add i t ion  to  u s ing  a 
w ide  range  of o c c u p a t i o n s ,  M ey ers  a l s o  employed a method of r e s p o n s e  
coding which  w as  d i f fe ren t  from th a t  u s e d  by Herzberg et  a l .  (1959).
M eyers  c h o se  to  code  on ly  the  one fac to r  in e a c h  r e s p o n s e  w h ich  appea red  
to be the  most  im por tan t .  For e x a m p le ,  if S w a s  a s k e d  to  th ink  of a time 
when  he fe l t  p a r t i cu la r ly  good abou t  h is  job ( i . e . ,  the c r i t i c a l  inc id en t  
t e c h n iq u e  u s e d  by H erzbe rg ) ,  and  h i s  r e s p o n s e s  conno ted  r e s p o n s i b i l i t y
5more th a n  any  o ther  f a c to r ,  then  on ly  t h i s  fac to r  w a s  c o d e d .  In the  
o r ig in a l  s tu d y  e v e ry  fac to r  m ent ioned  w a s  c o d e d .  The r e s u l t s  of  M e y e r s 1 
s tu d y  suppor t  H e r z b e r g ' s  theory  : for a l l  o c c u p a t io n a l  c a t e g o r i e s  r e p r e s e n t e d ,  
t h e  f a c to r s  w h ic h  made Ss f ee l  good or s a t i s f i e d  w e re ,  in 70% or more of 
th e  c a s e s ,  i d e n t i c a l  to  H e r z b e r g ' s  m otiva tor  f a c t o r s .  A lso ,  the  fac to r s  
w h ich  made them fe e l  d i s s a t i s f i e d  w i th  th e i r  jobs  w e re ,  in 61% or more 
of the  c a s e s ,  the  sam e  a s  H erzb e rg 's  hyg iene  f a c t o r s .
Another  s tu d y  w h ich  u s e d  n o n -m a n a g e r ia l  Ss w a s  co n d u c ted  by 
G en d e l  (1965). The Ss were  119 h o u s e k e e p in g  w orkers  a t  two v e t e r a n s '  
h o s p i t a l s .  U t i l i z in g  an in te rv iew ing  tec h n iq u e  synonymous w i th  H e r z b e r g ' s ,  
G e n d e l  found p o s i t iv e  suppor t  for the M o t iv a to r -H y g ien e  Theory .  S p e c i f i ­
c a l l y ,  78% of the  f ac to rs  m ent ioned  by the  Ss a s  the  source  of s a t i s f a c t i o n  
w ere  th e  same a s  H e rz b e rg 's  m otiva tor  f a c t o r s .  S e v e n ty - s ix  p e rc en t  of 
the  f a c to r s  w h ic h  the  Ss c la im ed  made them d i s s a t i s f i e d  with  th e i r  work 
were  i d e n t i c a l  to  the  hygiene  f a c t o r s .
S evera l  a t t e m p ts  have  b e en  made to  c o n s t r u c t  a p sy ch o m et r ic  i n s t r u ­
ment  w i th  w h ich  to  m easu re  motivator  and h y g ien e  f a c to r s .  One su ch  
a t tem pt  w a s  i n s t i g a t e d  by Hamlin and Nemo (1962). These  i n v e s t i g a to r s  
c o n s t r u c t e d  a q u e s t io n n a i r e  c o n s i s t in g  of 30 i tem s  s imila r  to  the  fo l lowing  
s t a te m e n t :
If you could  be a good a irp lan e  p i lo t  or a good bank  t e l l e r ,
w h ic h  would  you ra th e r  be ? Why ?
The r e s p o n s e s  made concern ing  why a p a r t i c u la r  o c c u p a t io n  w a s  
c h o s e n  a re  c o n te n t  a n a ly z e d  for the  p r e s e n c e  of motivator  and h yg iene  
f a c t o r s .  U n fo r tu n a te ly ,  t h i s  in s t rum en t  h a s  two se r io u s  d r a w b a c k s .  F i r s t ,
i t  i s  su b je c t iv e  in na tu re  and  the  co n ten t  a n a l y s e s  are  s u b je c t  to  much 
v a r i a t i o n .  S eco nd ,  t h i s  in s t rum en t  m e a su re s  only  hyg iene  a n d /o r  
m otiva tor  o r i e n ta t io n ,  i . e . ,  only  the i n d iv id u a l ' s  b a s i c  out look  or 
o r ien ta t io n  to  l i fe  i s  m e a s u r e d .  The Hamin and Nemo ins t rum ent  m akes  
no  a t tem pt  to  a s c e r t a i n  th e  e x te n t  to which  a g iv en  ind iv idua l  i s  s a t i s f i e d  
or d i s s a t i s f i e d  w i th  h is  p r e s e n t  s i tu a t io n .
In an  a t tem pt  to  a l l e v i a t e  one of the  d i f f i c u l t i e s  inheren t  in Hamin 
and  Nem o 's  in s t ru m e n t ,  Kahoe (1966) d e v i s e d  the fob M otivat ion  Inventory  
(JMI) which  c o n s i s t s  of 72 i tem s  s im ila r  to the  fo l lowing s ta tem en t :  
Belonging to a f r iend ly  group of workers  
1 2 3 4 5
The re sp o n d en t  i s  r eq u i red  to  i n d ic a te  how important  e a c h  of the  72 i tem s 
i s  to  him, with a "1" i n d ic a t in g  no  im p or tan ce ,  and  a "5" rep re sen t in g  
extreme im p o r tance .  The JMI r e p r e s e n t s  a s t e p  tow a rd s  the  ob jec t ive  
m easu rem en t  of m o tiva to r  and hygiene  fac to r s ;  h o w e v e r ,  l ike  the  Hamlin 
and Nemo in s t ru m e n t ,  the  JMI m e a su re s  only  o r i e n ta t io n .
A number of s t u d i e s  have  been  c o n d u c ted  w h ic h  h ave  no t  suppor ted  
the  M o t iv a to r -H yg ien e  T heory .  G e n e ra l ly ,  th i s  co n tra d ic to ry  r e s e a r c h  
may be d iv ided  in to  th ree  c a t e g o r i e s :  (a) th o se  s tu d ie s  t h a t  c r i t i c i z e  the  
theo ry  on m etho d o log ica l  g rounds;  (b) th o se  th a t  c r i t i c i z e  the  theory  on 
th e o r e t i c a l  g rounds;  and  (c) th o s e  tha t  c r i t i c i z e  the  th eo ry  due to m is in t e r ­
p re ta t ion  .
Those i n v e s t i g a t o r s  c r i t i c a l  of the  m ethodology  w h ich  Herzberg e t  a l .  
(1959) u se d  in the  fo rm ula t ion  of the M o t iv a to r -H y g ien e  Theory ( i . e . ,  the 
c r i t i c a l  i n c id e n t s  te c h n iq u e )  have  what  ap p ea rs  to  be  a v a l id  c r i t i c i sm .
7Briefly s t a t e d ,  t h e s e  in v e s t i g a to r s  (Ewen, 1964; Vroom, 1964) b e l i e v e  
th a t  He r z b e r g ' s  results^ are  "method b o u n d 11; t h a t  i s ,  t h a t  the  S s ’ r e s p o n s e s  
w ere  p rede term ined  by the s u b je c t iv e  na ture  of the  method u s e d  in the  
c o l l e c t io n  and a n a l y s i s  of the  d a t a .  This c o n ten t io n  a p p e a r s  to be
suppor ted  by a rev ie w  of the  l i te ra tu re  c o n d u c ted  by Soliman (1969) .  This 
in v e s t ig a to r  found th a t  w h i le  the  e v id e n c e  for and a g a i n s t  the  theory  i s  
a bou t  ev en ly  d iv ided  (2 0 s t u d i e s  support  the theo ry  and  2 1 do no t ) ,  most  
of the  s tu d ie s  suppor t ing  the  theo ry  (17 out of 2 0) u s e d  H e rz b e rg ' s  t e c h ­
n ique  or a modif ied form of it  w h i le  m ost  of the  r e s e a r c h  w h ich  c o n t r a d ic t s
th e  theo ry  (18 out  of 21) u s e d  a d if feren t  t e c h n iq u e .  H ence  it  a p p e a r s  th a t  
t h i s  c r i t ic i sm  i s  a v a l id  o n e ,  and th a t  ad d i t io n a l  r e s e a r c h  in th i s  a rea  i s  
n e e d e d .  Indeed., one of the  main p u rp o se s  of t h i s  t h e s i s  i s  to  p re sen t  
r e s e a r c h  on an in s t ru m en t  w h ich  purpor ts  to o b j e c t iv e ly  m easure  H e rzbe rg 's  
motiva tor  and hyg iene  f a c t o r s .
R esea rch  c o n d u c te d  by in v e s t i g a to r s  who have  c r i t i c i z e d  the
M o t iv a to r -H y g iene  Theory on th e o r e t i c a l  grounds e i th e r  c la im  th a t  the  
m otiva tor  and hyg iene  f a c to r s  are not  in d ep e n d en t  ^M al in ov sky  and Barry, 
1965,vEwen, Smith,  Hul in  and Locke ,  1966; t'Gfraen, 1966a and 1966b;
^Burke, 1966f,cH ul in  and Smith,  1967 ;wHinrichs and M isc h k in d ,  1967;
^ n d s a y ,  Marks and-G orlow ,  1967), or th a t  the  M o t iv a to r -H y g ien e  Theory 
reg a rd s  s i tu a t io n a l  f a c to r s  ( i . e .  , job c o n ten t  and  job  con tex t)  a s  the  so le  
d e te rm in an t  of job  a t t i t u d e s ,  d is reg a rd in g  the  role  p lay ed  by cu l tu ra l  and 
background  fac to r s  (F r ie d la n d e r , 1963,  1965,  1966; C e n te r s  and Bugental ,  
1966; Hul in ,  1966).
8In regard  to the c r i t i c i s m  th a t  th e  motivator  and hyg iene  fac to rs  
are  no t  i n d e p e n d e n t ,  i t  shou ld  be  poin ted  out  th a t  none  of the  s tu d ie s  
w hich  support  the  M o t iv a to r -H y g ien e  Theory ( including th o s e  done by 
Herzberg) s u g g e s t  th a t  t h e s e  two fac to rs  a re  t ru ly  o r thogona l .  W hat  the  
r e s e a r c h  d o e s  i n d ic a te  i s  t h a t  a " s ign i f ic an t  m ajo r i ty"  of the  v a r i a b le s
w hich  S_s have  repor ted  a s  r e s p o n s ib l e  for promoting f e e l in g s  of s a t i s f a c t i o n
/
w ere  m otiva tor  f a c t o r s ,  and  th a t  a " s ig n i f ic an t  m ajor i ty"  of the  v a r i a b le s  
r e s p o n s ib l e  for f e e l in g s  of d i s s a t i s f a c t i o n  were  hyg iene  f a c to r s .  Perhaps 
Herzberg should  c la r i fy  t h i s  poin t  by spec i fy ing  th a t  h i s  tw o - fa c to r  model  
(see  Figure 2 ) i s  m ere ly  a p ic to r ia l  d i s p la y  and n o t  a m athem atica l  pa rad igm .
I n v e s t ig a to r s  who have  c r i t i c i z e d  the  M o t iv a to r -H y g ien e  Theory 
b e c a u s e  i t  n e g l e c t s  the  ro le  w h ich  cu l tu ra l  and background  fac to r s  p lay ,  
con tend  th a t  t h e s e  v a r i a b l e s  are  a t  l e a s t  a s  important  a s  s i tu a t io n a l  
v a r i a b le s  ( i . e . ,  job c o n te n t  and  job contex t)  in shap ing  worker a t t i t u d e s .  
T ypica l  of th i s  l ine  of r e s e a r c h  i s  the s tudy  c o n d u c ted  by F r ied lander  (1965) 
which  in d ic a te d  th a t  t a s k - c e n t e r e d  v a r i a b le s  ( i . e . ,  m otiva tors)  were  most  
p repo ten t  in the  w hi te  c o l l a r  w ork e r s '  need  h ie ra rchy  w h e re a s  environm enta l  
f ac to r s  ( i . e .  , hyg iene)  w ere  m ost  important  to  b lue  c o l la r  w o rke rs .  Fur ther­
more,  t h o s e  in v e s t i g a to r s  who a d v an c e  th i s  c r i t i c i sm  con tend  th e s e  
d i f f e r e n c e s  r e f l e c t  b a s i c  so c io lo g ic a l  d i f fe ren c e s  b e tw ee n  t h e s e  two c l a s s e s  
of w o rk e r s ,  and th a t  t h e s e  d i f f e re n c e s  s e r io u s ly  l imit  the  g e n e ra l i z a b i l i ty  
of the M o t iv a to r -H y g ien e  Theory .  How ever ,  t h e s e  i n v e s t ig a to r s  have 
fa i led  to  r e a l iz e  th a t  a l th o ug h  t h e s e  two c l a s s e s  of w orke rs  may have  
d i f fe ren t  v a lu e  s y s te m s  w h ich  may r e f l e c t  b a s i c  s o c io lo g ic a l  d i f f e r e n c e s ,
s e v e r a l  s t u d i e s  (G ibson ,  1961; M e y e r s ,  1964; G e n d e l ,  1965) h a v e  shown 
t h a t  m o t iv a to rs  are pr imari ly  r e s p o n s ib l e  for f e e l in g s  of s a t i s f a c t i o n  and 
h y g iene  f a c to r s  are  l a rg e ly  r e s p o n s i b l e  for f e e l in g s  of d i s s a t i s f a c t i o n ,  
r e g a r d l e s s  of the  w o r k e r s '  o c c u p a t io n a l  l eve l  or so c io c u l tu ra l  b a ck g ro u n d .
A g re a t  d e a l  of c r i t i c i sm  h a s  b e e n  d i rec te d  at  the  M o t iv a to r -H y g ien e  
Theory by in v e s t ig a to r s  who e i th e r  m is in te rp re ted  t h e  theo ry  or u s e d  
fau l ty  lo g ic  in the  d e s ig n  of th e i r  ex pe r im en ts  (Ewen, 1964; O t t ,  1965; 
L in dsay ,  1965; D u n n e t t e , 1965; M a l in o vsk y  and Barry, 1965; G ra en ,  1966a,  
1966b; W ern im ont ,  1966; Ewen, Smith, Hulin and Locke ,  1966). One m is ­
in te rp re ta t io n  of the  theory  w hich  h a s  been  f req uen t ly  made i s  the  a s s u m p ­
t io n  t h a t  th e  hyg ien e  fa c to r s  con tr ibu te  nothing to  ove ra l l  s a t i s f a c t i o n .  
Severa l  in v e s t i g a to r s  have  made t h i s  a s s u m p t io n ,  and a f te r  f inding  po s i t iv e  
c o r r e la t io n s  b e tw ee n  hyg iene  f a c to r s  and  ove ra l l  s a t i s f a c t i o n  t h e y  have  
c o n c lu d e d  th a t  the  t r a d i t io n a l  model (see  Figure l) i s  more app ropr ia te  for 
r e p re se n t in g  the  r e l a t i o n s h ip  be tw een  s a t i s f a c t i o n  and d i s s a t i s f a c t i o n  than  
i s  H e r z b e r g ' s  tw o - f a c to r  m odel .  H ow ever ,  Herzberg  (1966, C ha p te r  6) h a s  
s t a t e d  th a t  both hyg iene  and m otiva to r  f ac to r s  con tr ibu te  to  an in d iv id u a l ' s  
o v e ra l l  f e e l in g s  about  h i s  j o b ;  W h i t s e t t  and W in s low  (1967) have  a l s o  
p o in ted  out:
. . . M o t iv a to r -H y g ien e  Theory would p red ic t  th a t  bo th  m oti ­
v a to r  and hyg iene  fa c to r s  con tr ibu te  to  ove ra l l  s a t i s f a c t i o n .
It m ak e s  no s e n s e  to  sa y  t h a t ,  i f  a man is  unhappy  w i th  h i s  
working c o n d i t i o n s ,  t h i s  w i l l  no t  have a n e g a t iv e  e f f e c t  on 
h i s  overa l l  f e e l in g s  toward  h is  jo b .  M o t iv a to r -H y g iene  Theory 
would no t  p red ic t  t h i s  and n e i th e r ,  we h op e ,  would  anybody  
e l s e .
Another  commonly made error c o n c e rn s  the  d e s ig n  of the  in s t rum en ts
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w h ich  v a r io u s  in v e s t i g a to r s  have  u s e d  to  t e s t  the  M o t iv a to r -H y g ien e  Theory. 
Some of the  errors  w h ich  have  b e e n  made a re r too  few i tem s ;  i tem s  pe r ta in ing  
to  only  a few of the  motiva tor  and  h yg ien e  fac to r s  (L indsay ,  1965; Ewen, 
e t  a l .  (1966)); i tem s  worded in the  p r e s e n t  t e n s e  w hi le  S_s were  requ i red  
to  th in k  of p a s t  e v e n t s  (Wernimont, 1966); i tem s which  were  i r re lev a n t  
(D unne t te ,  1965); and in s t ru m e n ts  w h ich  c o n ta in e d  i tem s pe r ta in ing  a lm o s t  
e x c l u s i v e l y  to one of the  two fac to r s  (Ott,  1965).
In v iew  of the p reced in g  comm ents  i t  a p p e a r s  r e a s o n a b le  to a s su m e  
t h a t  the  M o t iv a to r -H y g ie n e  Theory i s  v a l i d .  However ,  a v a l i d ,  r e l i a b l e ,  
and o b je c t iv e  method of m easu r ing  th e  e x te n t  to w hich  m otiva tor  and 
h yg ien e  f a c to r s  are  p r e s e n t  in a g iv en  s i tu a t io n  i s  n e e d e d .
Sta tem ent  of the  Problem
Although num erous  s tu d i e s  have  fo c u s e d  on H e r z b e r g ' s  M o t iv a to r -  
H yg iene  Theory ,  two impor tan t  p rob lem s r e l a t e d  to the theory  have  b e en  
n e g l e c t e d .  One of t h e s e  c o n c e rn s  the  method of a s s e s s m e n t .  No one 
h a s  y e t  d e v i s e d  an in s t ru m en t  w h ich  v a l id ly  and o b je c t iv e ly  m e a s u r e s  the  
d eg ree  to w h ich  m otiva to r  and hyg iene  f a c to r s  a re  p re s e n t  in a g iven  s i t u ­
a t io n ,  i . e .  , the  e x te n t  to  w hich  an ind iv idua l  i s  s a t i s f i e d  or d i s s a t i s f i e d  
w i th  h i s  w ork .  Up to the  p r e s e n t  time the  m e th o d s  u s e d  to a s s e s s  m o t i ­
v a to r  and  h y g ien e  fac to r s  have  be en  e i th e r  of a s u b je c t iv e  na tu re  or th ey  
h ave  m ea su re d  o r ie n ta t io n  ra th e r  than  an i n d iv i d u a l ' s  a t t i tu d e s  about  h is  
p r e s e n t  s i t u a t i o n .  The f i r s t  problem may be  s t a te d  a s  fo l low s;  i s  the re  an 
o b je c t iv e  method w hereby  s a t i s f a c t i o n  and d i s s a t i s f a c t i o n ,  a s  d e f ined  by
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H e rz b e rg 's  M o t iv a to r -H y g ie n e  Theory,  c an  be m e a s u r e d ?
The se c o n d  problem c o n c e rn s  the  behav io r  pa t te rn  d i sp la y e d  by an 
ind iv idua l  w hen  h i s  m otiva tor  a n d / o r  hyg iene  n e e d s  are  not  met .  S p ec i f i ­
c a l l y ,  the  problem i s :  w ha t  h a p p en s  when an  ind iv idua l  s e e k s  s a t i s f a c t i o n  
from h is  jo b ,  a n d / o r  a t t e m p ts  to  r e l i e v e  h is  d i s s a t i s f a c t i o n  but  i s  thw ar ted  
in such  s t r i v i n g s ?  W il l  su c h  c i r c u m s ta n c e s  c a u s e  an  ind iv idua l  to  r e a c t ,  
and  if s o ,  how ?
To sum m arize  th e  prob lem s under  i n v e s t ig a t io n  in th i s  r e s e a r c h  c o n ­
s i s t  of deve lop ing  an o b je c t iv e  ins t rum ent  which  w i l l  de termine  w he ther  
or  not  an ind iv idua l  i s  r e c e iv in g  the  m otiva tor  and hyg iene  fac to r s  which  
he d e s i r e s ,  a s  w e l l  a s  exp lo r ing  the na tu re  of h i s  r e a c t io n s  if such  n e e d s  
are  f ru s t r a t e d .
Purposes  of t h i s  R e se a rch
There are  th ree  main p u rp o se s  underly ing  th i s  r e s e a rc h :  (a) to  p re s e n t  
r e s e a r c h  on an o b je c t iv e  in s t ru m en t  which  purpor ts  to  m easure  job s a t i s ­
f ac t io n  and job  d i s s a t i s f a c t i o n  a s  de f ined  by H e r z b e r g ' s  M ot iva to r -H yg iene  
Theory; (b) to  i n v e s t i g a t e  v a r io u s  n o n - jo b  a c t i v i t i e s  of ind u s t r ia l  w orkers  
in an a t tem pt  to a s c e r t a i n  the  r e l a t io n s h ip  b e tw e e n  s u c h  a c t i v i t i e s  and 
job  s a t i s f a c t io n  and d i s s a t i s f a c t i o n ;  and (c) to i n v e s t i g a t e  the  e x te n t  to 
w h ich  i n t e l l e c t u a l ,  p e r s o n a l i t y ,  and environm enta l  f a c to r s  in f luence  an 
e m p lo y e e ' s  p a r t i c ip a t io n  in n o n - jo b  a c t i v i t i e s .
H y p o th e se s
H y p o th e s i s  I: There i s  a d i rec t  r e l a t i o n s h ip  b e tw ee n  the  degree
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to  w h ich  a worker  i s  f ru s t ra ted  with h is  job  and the  e x te n t  to  
w h ich  he p a r t i c ip a te s  in n o n - jo b  a c t iv i t i e s
The degree  to  w h ich  an employee  i s  f ru s t ra ted  by h is  job i s  
m e a su re d  by the  Employee Attitude Q ues t io n na i re  (EAQ), an ins t rum ent  
d e v e lo p e d  by Nevotti . , O lso n  and S tevenson (1969),  and  w h ich  r e p re s e n t s  
a s u b s t a n t i a l l y  modif ied v e r s io n  of Kahoe 's  fob M ot ivat ion  In v en to ry .
(Kahoe, 1966). The EAQ, w hich  may be found in Appendix A, i s  b a se d  on 
H e rz b e rg 's  M o t iv a to r -H y g ien e  Theory and purports  to  m easu re  job  s a t i s ­
fac t io n  and job  d i s s a t i s f a c t i o n .
N o n - jo b  a c t iv i ty  r e fe r s  to th o se  a c t iv i t i e s  in w hich  the  employee  
e n g a g e s  which  are o u ts id e  of h i s  formal job .  T hese  inc lude  such  th ings  
a s  home and community in vo lv em en t ,  union p a r t i c ip a t io n ,  r e l ig io u s  and 
a th l e t i c  a c t i v i t i e s ,  p a r t i c ip a t io n  in formal so c i a l  o r g a n iz a t io n s ,  and in d i ­
v id u a l  h o b b ie s  and a c t i v i t i e s . This  v a r ia b le  ( i . e . ,  n o n - jo b  ac t iv i ty )  is  
m e a su re d  by the  A c t iv i t ie s  Q u e s t i o n n a i r e , an in s t rum en t  d e v e lo p e d  by E_ 
s p e c i f i c a l l y  for th i s  r e s e a r c h ,  and may be found in Appendix D. x
The no t ion  im p l ic i t  in H y p o thes is  I i s  th a t  when an em ployee  s e e k s  
a c e r t a in  l ev e l  of s a t i s f a c t i o n  from h is  work and i s  t h w a r te d ,  a n d / o r  e x p e c t s  
a c e r t a in  work c o n te x t  and d o e s  not  ge t  i t ,  t h a t  he w i l l  r e a c t  by s e ek in g  
s a t i s f a c t i o n  a n d /o r  r e l i e f  from h i s  d i s s a t i s f a c t i o n  by p a r t i c ip a t in g  in some 
sphere  of a c t iv i ty  o ther  than  h i s  formal job ( e . g .  , u n io n s ,  home and 
community  a c t i v i t i e s ,  e t c . ) .
The ra t io n a le  u n d e r l y i n q ^ h i s  h y p o th e s i s  might be c o n s t ru e d  to be 
an exam ple  of d i s p l a c e m e n t /  W h a tev e r  the under ly ing  d y n a m ic s ,
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t h i s  h y p o th e s i s  a t t em p ts  to  a s c e r t a i n  w ha t  an in d iv idu a l  is  l ik e ly  to  do 
w h en  h i s  job f r u s t r a t e s  h i s  s t r iv in g s  for s a t i s f a c t i o n  a n d /o r  f a i l s  to  p ro ­
v ide  him with  the  job c o n te x t  w hich  he d e s i r e s .
The l i t e ra tu re  conce rn ing  the  r e l a t i o n s h ip  b e tw e e n  job s a t i s f a c t i o n ,  
jo b  d i s s a t i s f a c t i o n ,  and n o n - jo b  a c t i v i t i e s ,  i s  am b ig u o u s .  Much of th i s  
am bigu i ty  s te m s  from the  v a r io u s  w ay s  in w hich  in v e s t ig a to r s  have  de f ined  
and m ea su re d  job s a t i s f a c t i o n  and job d i s s a t i s f a c t i o n .  The con fu s io n  which  
h a s  r e s u l t e d  from the  v a r io u s  d e f in i t io n s  and m e a su re s  of s a t i s f a c t i o n  and 
d i s s a t i s f a c t i o n  i s  ap t ly  po in ted  out  in H erzbe rg ,  M a u s n e r ,  P e te r s o n ,  and 
C a p w e l l ' s  (1957) rev ie w  of the  l i t e ra tu re  on job  a t t i t u d e s .
Support  for the  no t ion  t h a t  the  r e l a t i o n s h ip  b e tw ee n  job s a t i s f a c t i o n -  
d i s s a t i s f a c t i o n  and n o n - jo b  a c t iv i t y  i s  an ambiguous one may be g a in e d  
from an ex am in a t io n  of the  l i t e ra tu re  co nce rn in g  union  p a r t i c i p a t i o n — a 
s ig n i f i c a n t  form of n o n - jo b  a c t i v i t y .  As Spinrad (1960) h a s  po in ted  o u t ,
” . . . Union invo lvem en t  c a n  make the job  s i tu a t io n  much more p l e a s a n t  
by prov id ing  an a rea  for c r e a t i v i t y ,  in te rp e r s o n a l  i n f lu e n c e ,  and an av en ue  
for s t a t u s  no t  found in the  job i t s e l f .  "
Spinrad*s s t a te m e n t  l e a d s  to  the  a s su m p t io n  th a t  e m p lo y e e s  who fa i l  
t o  ge t  s a t i s f a c t i o n  from th e i r  jo b s  w il l  becom e a c t iv e  p a r t i c ip a n t s  in union  
a f fa i r s  a s  a m eans  of c o m p e n s a t io n .  H ow ever ,  a rev ie w  of the  l i t e ra tu re  
i n d i c a t e s  t h a t  t h i s  i s  a te n u o u s  a s s u m p t io n .  For e x am p le ,  D ean  (1954) 
found a p o s i t iv e  r e l a t i o n s h ip  b e tw ee n  job s a t i s f a c t i o n  and union  p a r t i c i ­
p a t io n .  This  f inding a p p e a rs  a n t i t h e t i c a l  to  both  Spinrad*s s t a te m e n t  and 
th e  f i r s t  h y p o t h e s i s .  H ow ever ,  a c lo s e  exam ina t ion  of th i s  s tudy  y i e l d s
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an in te r e s t i n g  fac t :  t h i s  c o n c lu s io n  w a s  drawn from the  r e s u l t s  of one 
in te rv iew  q u e s t io n  ( i . e .  , "How w el l  do you l ike  the  a c tu a l  job  ope ra t ion  
you perform a t  (your p lan t )  ? "). In v iew  of t h i s  l im ited  de f in i t ion  of  job 
s a t i s f a c t i o n ,  a s  w e l l  a s  the  s u b je c t iv e  method u s e d ,  D e a n ' s  c o n c lu s io n  
should  be v ie w e d  w i th  s k e p t i c i s m .
Form and D a n s re a u  (1957) a l s o  repo r ted  f inding  a p o s i t iv e  r e l a t i o n ­
sh ip  b e tw een  jo b  s a t i s f a c t i o n  and union  a c t i v i t y .  How ever ,  t h e s e  i n v e s t i ­
g a to r s  b a s e d  th e i r  ind ex  of job s a t i s f a c t i o n  on "plant  in te g ra t io n .  " This  
n e b u lo u s  term re fe r s  to  the  deg ree  to  w h ich  an employee  b e l i e v e s  he  i s  
in te g ra te d  in to  the  p lan t  where  he w o rk s ,  and t h i s  in turn su p p o s e d ly  
r e f l e c t s  the  e x te n t  to  w h ich  an ind iv idua l  is  s a t i s f i e d  with his  job and 
depar tm en t  a s  a p la c e  to work .  As in the  s tudy  by D e an ,  th i s  d e f in i t ion  of 
job  s a t i s f a c t i o n  i s  a m b ig u o u s .
Tannenbaum and Kahn (1958, p age  229) repor ted  th a t  union  a c t i v i s t s  
t end  to  be  more s a t i s f i e d  with  th e i r  jobs  than  n o n - a c t i v i s t s .  This c o n ­
c lu s io n  i s  b a s e d  on the  r e s u l t s  from one q u e s t io n :  "In com par ison  with  
o ther  members  of the  l o c a l ,  do you have  a b e t t e r  jo b ,  a worse  j o b ,  or 
about  the  sam e sor t  of j o b ? "  H ow ever ,  c o n c lu s io n s  b a s e d  on th i s  q u e s t io n  
c o n ce rn ing  an i n d iv i d u a l ' s  f e e l in g s  of job s a t i s f a c t i o n  are a m b ig u ou s ,  and 
s u b je c t  to  the  same p roblem s a s  the  t e c h n iq u e s  of D e an ,  and Form and 
D a n s r e a u .
Two a d d i t io n a l  s t u d i e s  conce rn ing  the  r e l a t i o n s h ip  b e tw ee n  job 
s a t i s f a c t i o n  and union a c t iv i ty  have  y ie ld e d  r e s u l t s  w h ich  are  in d ic a t iv e  
of the  c onfus ion  in t h i s  a r e a ,  S t rau ss  and S a y le s  (1952) found no  c o r re la t io n
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b e tw ee n  job s a t i s f a c t i o n  and union p a r t i c ip a t io n .  In a l a te r  s tu d y ,  h o w ­
e v e r ,  t h e s e  i n v e s t i g a to r s  found a ve ry  low c o r re la t io n  be tw een  union  
a c t iv i ty  and  e x p r e s s e d  d i s s a t i s f a c t i o n  w i th  working co n d i t io n s  (Sayles  
and  S t r a u s s ,  1967, page  110).
The c o n c lu s io n  which  E_has drawn from the above  s tu d i e s  i s  t h a t  
a l though  s e v e ra l  i n v e s t i g a t o r s  have  repor ted  f ind ing  a po s i t iv e  r e l a t i o n ­
sh ip  b e tw e e n  union  p a r t i c ip a t io n  and job  s a t i s f a c t i o n ,  the  ambiguous 
manner in w h ich  job  s a t i s f a c t i o n  h a s  b e e n  d e f in e d  and m easured  in t h e s e  
s t u d i e s ,  a s  w e l l  a s  the  r e s e a r c h  m ethods  u s e d  r en d e r  t h e s e  f ind ings  e q u iv o ­
c a l  and in d ic a te  a n e ed  for ad d i t io n a l  r e s e a r c h .
In a d d i t io n  to  un ion  p a r t i c ip a t io n ,  it  a p p e a r s  log ic a l  to a s s u m e  th a t  
an employee  who i s  f ru s t r a t e d  in h i s  s t r iv in g s  for s a t i s f a c t i o n  a n d / o r  i s  
d i s s a t i s f i e d  w i th  the  c o n te x tu a l  a s p e c t s  of h i s  job might p a r t i c ip a te  in 
o ther  n o n - jo b  a c t i v i t i e s  such  a s  a th l e t i c  t e a m s ,  home and community  i n ­
v o lv em en t ,  formal s o c ia l  o r g a n iz a t i o n s ,  e t c .  in an a t tem pt  to ga in  s a t i s ­
fac t ion  a n d / o r  r e l i e v e  h i s  d i s s a t i s f a c t i o n .
Various t h e o r i s t s  in s o c ia l  p sy c h o lo g y  a t t r ib u te  p a r t i c ip a t io n  in 
a c t i v i t i e s  such  a s  t h e s e  to  a number of f a c t o r s .  In a rev iew  of the  l i t e r a ­
tu re ,  Krech,  C ru tch f ie ld  and B a l lachey  (1962,  page  394) have  found th a t  the  
n e e d s  for power and b e lo n g in g  offer the  b e s t  e x p la n a t io n  for p a r t i c ip a t io n  
in g roups  such  a s  th o s e  m ent ioned  a b o v e .  In t h e i r  rev iew  of th is  a rea  
Secord and Backman (1964, Sec t ion  3) i n d ic a te  th a t  soc ia l  in te ra c t io n  
e v o lv e s  from in te rp e r s o n a l  a t t r a c t io n  and the  need  for so c ia l  power and 
s t a t u s .
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In rega rd  to  t h e s e  v a r io u s  n e e d s  and  d r ives  w h ich  u n d e r l i e  ce r ta in  
forms of s o c i a l  in te rac t io n  su c h  a s  union  p a r t i c ip a t io n ,  r e l ig io u s  and 
a th l e t i c  a c t i v i t i e s ,  p a r t i c ip a t io n  in formal s o c ia l  o r g a n i z a t i o n s ,  and 
community  in v o lvem en t ,  one might a s k  w h a t  f ac to r s  make t h e s e  n e e d s  
becom e a c u t e ,  a s  w e l l  a s  why th e y  func t ion  a t  d i f fe ren t  l e v e l s  of s t ren g th  
in d i f fe ren t  p e o p le .  H y p o th e s i s  I i s  d e s ig n e d  to s u g g e s t  one p o s s ib l e  
a n s w e r  to  t h e s e  q u e s t io n s ;  th a t  i s ,  i t  i s  h y p o th e s iz e d  th a t  the  n e ed  to 
p a r t i c ip a te  in n o n - jo b  a c t i v i t i e s  i s  a func t ion  of the  deg ree  to w h ich  an 
e m ployee  p e r c e iv e s  h is  job  a s  provid ing  him w ith  the  i n t r i n s i c  and  e x t r i n ­
s i c  job  fa c to r s  w hich  he d e s i r e s .  It shou ld  be e m p h a s i z e d ,  h o w e v e r ,  th a t  
job  f ru s t r a t io n  i s  a n e c e s s a r y  bu t  not  su f f ic ie n t  co nd i t io n  for s ig n i f ic a n t  
p a r t i c ip a t io n  in n o n - jo b  a c t i v i t i e s .
H y p o th e s i s  II: There i s  a d i r e c t  r e l a t i o n s h ip  b e tw ee n  the  e x te n t  to 
w h ich  an em ployee  p a r t i c ip a te s  in n o n - jo b  a c t i v i t i e s  
and  the  deg re e  to w h ich  he b e l i e v e s  he can  in f luence  
and con tro l  e v e n t s .
This  h y p o th e s i s  i s  d e s ig n e d  to  p red ic t  w hich  e m p lo y ee s  h ave  a 
p ro p e n s i ty  for a c t io n - t a k in g  b e h av io r  and  h e n ce  are  more l ik e ly  to r e a c t  
o ve r t ly  when th e i r  s t r iv in g s  for job  s a t i s f a c t i o n  are  f r u s t r a t e d .  It should  
be p o in ted  out  th a t  an in te rn a l  o r ien ta t io n  a s  w e l l  a s  job  f ru s t r a t io n  are  
p re d ic te d  a s  be ing  n e c e s s a r y  and su f f ic ie n t  c o n d i t io n s  for n o n - jo b  a c t iv i t y .
The r a t io n a le  under ly ing  t h i s  h y p o th e s i s  s tem s  from r e s e a r c h  c o n ­
d u c te d  by Rotter ,  See man and  L iveran t  (1962 , C hap te r  22) con ce rn in g  the 
l o c u s - o f - c o n t r o l - o f - r e i n f o r c e m e n t s  c o n c e p t .  This c o n c e p t  r e f e r s  to - the  
g e n e r a l i z e d  e x p e c ta n c y  w h ich  an ind iv idu a l  d e v e lo p s  regard ing  the  e x te n t  
to  w h ic h  e v e n t s  are  under  h i s  con tro l  or are  the  r e s u l t  of h i s  own s k i l l s
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and c a p a c i t i e s .  Rotter ,  L iverant  and Crowne (1961) have  d e v e lo p e d  the 
In te rna l  v e r s u s  External  Contro l  of Reinforcements  Sca le  (I-E Scale)  which  
purpor ts  to  m easu re  t h e  e x t e n t  to  w h ich  an ind iv idua l  p e r c e iv e s  e v e n t s  a s  
de te rm ined  by h i s  own b e h a v io r ,  s k i l l s  or c h a r a c t e r i s t i c s  ( in te rna l ly  
o r ien ted ) ;  v e r s u s  the  d e g re e  to  w hich  he s e e s  e v e n t s  a s  de te rm ined  by 
lu c k ,  c h a n c e ,  f a t e ,  or th e  m an ipu la t ion  of o thers  (ex te rna l ly  o r ien ted ) .
The I-E S c a le ,  which  h as  been  l a b e le d  the Social  Reac t ion  Inventory  to 
d i s g u i s e  i t s  p u rp o se ,  i s  e n c l o s e d  in Appendix C .
The f i r s t  r e s e a r c h  u n d e r t a k e n  to  v a l id a te  t h i s  c o n c e p t  w a s  cond uc ted  
by Seeman and Evans (1962). T hese  in v e s t ig a to r s  found th a t  an i n d iv id u a l ' s  
g e n e r a l i z e d  e x p e c ta n c y  for con tro l  of e v e n t s  i s  r e l e v a n t  to  h i s  b e h av io r .  
S p e c i f i c a l ly ,  i t  w as  found th a t  th o s e  Ss (h o sp i ta l ized  TB p a t i e n t s )  who 
b e l i e v e d  the i r  own b e h a v io r  cou ld  de te rm ine  the o c cu rance  of r e in fo rcem en ts  
( i . e .  , in te rn a l ly  or ien ted)  a c t iv e l y  sough t  to  learn more about  th e i r  c o n ­
d i t ion  th an  d id  p a t i e n t s  who had  an e x te rn a l  o r i en ta t io n .
Seeman (1963) i n v e s t i g a t e d  i n te r n a l - e x t e r n a l  o r ien ta t io n  and i t s  
r e l a t i o n s h ip  to  in c id e n ta l  l e a rn in g .  U s ing  reformatory  in m a tes  a s  Ss ,  he 
found a p o s i t iv e  c o r re la t io n  be tw ee n  in te rn a l  o r ien ta t io n  and  the  quan t i ty  
of information  remembered  con ce rn in g  how the  reformatory w a s  run ,  terms 
of p a ro le ,  and  long range  econom ic  f a c t s  which might  e f f e c t  the  Ss a f te r  
t h e y  le f t  the  re form atory .  T hese  r e s u l t s  were  in d ep e n d en t  of in te l l ig e n c e  
but were  not  in d ep e n d en t  of the  amount  of t ime the  Ss had  le f t  to  se rve  of 
th e i r  s e n t e n c e s .
In a s tudy  c o nce rn in g  the  w i l l i n g n e s s  of N egroes  to  t ak e  part  in a
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c iv i l  r ig h ts  d e m o n s t r a t io n ,  Gore and  Rotter (1963) found fur ther  suppor t  
for t h i s  th e o ry .  T hese  e x p e r im e n te r s  found th a t  s o c i a l  a c t io n - t a k in g  b e ­
hav io r  cou ld  be p re d ic te d  on the  b a s i s  of s c o r e s  on the  I-E S c a le .  Those 
S»s who had  an in te rn a l  o r ien ta t io n  in d ic a te d  a g r e a t e r  w i l l i n g n e s s  to  t a k e  
so c ia l  a c t io n  th a n  Ss with  an  e x te rn a l  o r i e n ta t io n .
W hile  Gore and Rotter mere ly  exam ined  a t t i tu d e s  toward s o c ia l  
a c t io n - t a k in g  b e h a v io r ,  S t r ick land  (1965) compared  Negro a c t i v i s t s  wi th  
Negro n o n - a c t i v i s t s ,  m atch ing  g roups  for e d u c a t io n  and so c io -e c o n o m ic  
c l a s s .  She found th a t  the  a c t i v i s t s  were  s ig n i f ic a n t ly  (p .05) more 
in te rn a l ly  o r ien ted  on the  I-E Scale  th an  the n o n - a c t i v i s t s .
E v idence  repor ted  by Seeman (1964) i n d i c a t e s  th a t  th i s  c o n c e p t  may 
be va l id  in o th e r  c u l t u r e s .  He i n v e s t ig a t e d  Sw ed ish  workers  and found 
t h a t  m em bersh ip  in u n i o n s ,  a c t iv i ty  w i th in  the  u n i o n s ,  and a g e n e ra l  kn o w ­
ledge  of p o l i t i c a l  a f fa i r s  w ere  s ig n i f ic a n t ly  r e l a t e d  to  an in te rn a l  o r i e n t a t i o n .
W hile  H y p o th e s e s  I and  II a t tem pt  to  exp lo re  the  manner in w h ich  
c e r ta in  a t t i tu d in a l  f a c to r s  ( i . e . ,  s a t i s f a c t i o n - d i s s a t i s f a c t i o n , i n t e r n a l -  
e x te rn a l  o r ien ta t io n )  a f f e c t  employee  b e h a v io r ,  noth ing  h a s  been  sa id  c o n ­
cern ing  the  ro le s  w h ich  i n t e l l e c t u a l  func t ion ing  and  the  job per se  play 
in shap ing  em ployee  b e h a v io r .  W hy ,  for  e x a m p le ,  i s  one employee  more 
f ru s t r a te d  by h i s  job  than  a no th e r  worker  even  though  they  have  i d e n t i c a l  
j o b s ?  H y p o th e s e s  I l ia  and  I l lb  a t tem p t  to exp lo re  the  in te r r e l a t io n sh ip  
b e tw ee n  job  c o m p lex i ty ,  i n t e l l e c t u a l  func t ion ing  and employee  b e h av io r .
Numerous s t u d i e s  have  fo c u s e d  on th is  g e n e ra l  a r e a ,  but few have  
b e en  c o n ce rn e d  w ith  the  manner  in w h ich  a l l  th ree  of t h e s e  f ac to r s  i n te r a c t .
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T y p ic a l ly ,  r e s e a r c h  in t h i s  a re a  h a s  b een  con ce rn e d  w i th  e i t h e r  the r e l a t i o n ­
sh ip  be tw ee n  em ployee  s a t i s f a c t i o n  and i n t e l l i g e n c e ,  or the  r e l a t i o n s h ip  
b e tw e e n  job com plex i ty  and  em ployee  s a t i s f a c t i o n .  Fur therm ore ,  th o s e  
s t u d i e s  w h ich  have b e en  c o n d u c ted  in th i s  a rea  have  u s e d  the  t r ad i t io n a l  
paradigm  of job s a t i s f a c t i o n  and job  d i s s a t i s f a c t i o n .  The p r e s e n t  r e s e a r c h  
w i l l  employ  H e rz b e rg ' s  T w o-Fac to r  Model to  i n v e s t i g a t e  the  i n te r r e l a t io n s h ip  
among i n t e l l i g e n c e ,  job co m p lex i ty ,  and job  s a t i s f a c t i o n  and job  d i s s a t i s ­
f a c t io n  .
H y p o th e s i s  I l ia  : For e m p lo y ee s  with  be low  a v e rag e  in te l l i g e n c e  there
i s  a d i r e c t  r e l a t io n s h ip  b e tw e e n  job  com plex i ty  and 
job  f ru s t r a t io n .
H y p o th e s i s  I l lb  : For em p lo y ee s  with  above a v e rag e  i n t e l l ig e n c e  there
i s  an in v e r s e  r e l a t i o n s h ip  b e tw e e n  job  com plex i ty  
and  job  f ru s t r a t io n .
Job com p lex i ty  r e fe r s  to  the  d e f in i t io n  employed  by Hulin and Blood 
(1968) in th e i r  rev ie w  of the  l i t e ra tu re  on job en la rgem en t ;  t h a t  i s ,  a com ­
p lex  job  e n t a i l s  a h igh l e v e l  of s k i l l ,  v a r ied  work c o n te n t ,  and re l a t iv e  
au tonom y for the  w o rk e r .  This  f ac to r  w a s  m easu red  by the  Tob Complexi ty  
Index (TCI) which  w a s  d e s i g n e d  by E_, and i s  e n c l o s e d  in Appendix E. It 
shou ld  be po in ted  out t h a t  the  d eg re e  of com plex i ty  of a g iven  job  i s ,  from 
an o pe ra t io n a l  s t a n d p o in t ,  synonym ous  to w h a t  s e v e ra l  i n v e s t i g a to r s  
(Hoppock ,  1935; Super ,  1939; C e n t e r s ,  1948; Gurin e t  a l . ,  1960) refe r  to  
a s  " o cc u p a t io n a l  l e v e l" ;  t h a t  i s ,  a s  one moves  from a lower  to  a h igher  
o c c u p a t io n a l  l eve l  ( e . g .  , p roduct ion  l ine  a t t e n d a n t  to  tool  and d ie  mechanic)  
the  com plex i ty  of o n e ’s job  l ik e w i s e  i n c r e a s e s .
Job f rus t ra t io n  r e fe r s  to  the  s c o r e s  o b ta in ed  from the  EAQ, an
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in s t ru m e n t  d i s c u s s e d  in g re a te r  d e ta i l  in an o th e r  se c t io n  of th i s  t h e s i s .
An ind ex  of the  l e v e l  of e a c h  e m p lo y e e ' s  i n t e l l e c t u a l  func t ion ing  w as  
o b ta in ed  th rough  th e  u s e  of the  W on d er l ic  P e rsonne l  T e s t .  Form D, (Wonder-  
l i c ,  1966a).  This  in s t ru m e n t  i s  l ik e w is e  d i s c u s s e d  a t  g re a te r  len g th  in 
the  seco n d  c h a p te r .  It shou ld  be  e m p h a s iz e d  th a t  the  terms "above 
a v e r a g e "  and "below a v e r a g e "  in te l l i g e n c e  were  o p e ra t io n a l ly  d e f in ed  in 
t h i s  r e s e a r c h ;  th a t  i s ,  a l l  Ss who sco red  be low  the  ave rag e  ( i . e .  , 19 or 
l e s s )  of th e  p r e s e n t  sam ple  were  d e f in ed  a s  "below a v e rag e  i n t e l l i g e n c e ,  " 
w h e r e a s  a l l  Ss sco r ing  above  the  av e rag e  of t h i s  sam ple  were  d e f in ed  a s  
"above a v e ra g e  i n t e l l i g e n c e . "
One of the  e a r l i e s t  s t u d i e s  to  i n v e s t i g a t e  the  r e l a t i o n s h ip  be tw ee n  
job  c o m p lex i ty  and em ployee  a t t i t u d e s  w a s  cond u c ted  by Hoppock (1935, 
page  255) .  Hoppock c o l l e c t e d  d a ta  from over  300 workers  in a small  
P e n n sy lv a n ia  to w n ,  and  found a d i r e c t  r e l a t i o n s h ip  be tw een  job s a t i s f a c t i o n  
and o c c u p a t io n a l  l e v e l .
Super (1939) found a p o s i t iv e  r e l a t i o n s h ip  be tw een  o c c u p a t io n a l  
l e v e l  and job s a t i s f a c t i o n ;  th a t  i s ,  t h o s e  men with  the most  com plex  jo b s  
were  m ost  s a t i s f i e d  w i th  th e i r  work .  U nfo r tuna te ly ,  Super had  a number 
of m e th o d o lo g ic a l  d i f f i c u l t i e s :  he a s s e s s e d  s a t i s f a c t i o n  by a sk in g  e a c h  
S. how s a t i s f i e d  he w a s  w i th  h i s  oppor tun i ty  to  e x p re s s  h im se l f  in  h i s  work; 
he f a i l e d  to  con tro l  for in t e l l i g e n c e ;  he  s tu d ied  an u n r e p r e s e n ta t iv e  p o p u ­
la t io n  ( i . e .  , members  of "hobby c lu b s " ) ;  and he r e c e iv e d  on ly  a 30 .3%  
re turn  of h is  q u e s t i o n n a i r e .
In an o th e r  s tu d y ,  c o n ce rn in g  job  com plex i ty  and em ployee  a t t i t u d e s ,
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C e n te r s  (1948),  u s in g  a c r o s s - s e c t i o n  of the  a d u l t  w hi te  male p opu la t ion  
(N = 1100), r e a c h e d  the  sam e c o n c lu s io n s  w h ich  Super found.  In g e n e r a l ,  
he  found th a t  the  more p r e s t ig io u s  and b e t te r  pa id  the  p e r s o n ’s o c c u p a t io n ,  
the  more he i s  l i k e ly  to be s a t i s f i e d  w i th  h is  j o b .  "There i s  an u n m is ta k ab le  
t e n d e n c y  for p e r s o n s  in l e s s  a d v a n ta g e o u s  p o s i t io n s  to  be more f req uen t ly  
d i s s a t i s f i e d .  " Fur thermore ,  C e n te r s  found th a t  th e  f a c to r s  w hich  most  of 
the  em p lo y ee s  id e n t i f i e d  a s  the  source  of job s a t i s f a c t i o n  were freedom and  
in d e p e n d e n c e ,  i n te r e s t i n g  and va r ied  a c t i v i t y ,  and the  na tu re  of the  work 
i t s e l f .  H ow ever ,  C e n te r s  d id  no t  con tro l  for the  e f fe c t  of s t a tu s  and 
p r e s t i g e ,  i . e .  , the  d e f in i t io n  of job com plex i ty  w h ich  he adop ted  may 
have  confounded  job  s t a tu s  with  job c o m plex i ty .
In a tw o - y e a r  i n v e s t i g a t i o n  of the  r e l a t i o n s h i p  b e tw ee n  type  of work 
and employee  m o t iv a t io n ,  Baldamus (1951) found an in v e r s e  r e l a t io n s h ip  
be tw een  sk i l l  l e v e l  and tu rn -o v e r  r a t e .  S p e c i f i c a l ly ,  he found an av e rag e  
a nnua l  t u r n - o v e r  r a te  of 680% for u n sk i l le d  w o rk e r s ,  and  an approxim ate  
annua l  t u rn -o v e r  ra te  of 10% for sk i l l e d  and s e m i - s k i l l e d  w o rk e rs .  Fu r the r ­
more,  Baldamus found an in v e r s e  r e l a t io n s h ip  b e tw e e n  tu rn -o v e r  ra te  
and  t ra in ing  t im e ,  and an in v e r s e  r e l a t i o n s h ip  b e tw e e n  tu rn -o v e r  ra te  and 
leng th  of work c y c l e .
In an in t e n s iv e  s tudy  of the  role  w h ich  work p la y s  in p e rso n a l  a d j u s t ­
m ent ,  Gur in ,  Veroff and Feld ( I96 0 ,  C h ap te r  6) i n v e s t i g a t e d  the  r e l a t i o n ­
sh ip  b e tw ee n  o c c u p a t io n a l  l e v e l  and job s a t i s f a c t i o n .  As in the  prev ious  
s t u d i e s ,  t h e s e  i n v e s t i g a to r s  found th a t  t h o s e  w orke rs  w ho se  jobs  requ ire  
a high le v e l  of sk i l l  repo r ted  fee l in g  more s a t i s f i e d  w i th  the i r  jo b s  than
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did  w o rk e rs  w h o se  jo b s  req u i red  ve ry  l i t t l e  or no  s k i l l .
In rev iew in g  s t u d i e s  of the  type  c i t ed  above  one problem b e c o m e s  
r e a d i ly  a p p a r e n t .  If o c c u p a t io n a l  l e v e l  i s  d i r e c t ly  r e l a t e d  to  worker  
a t t i t u d e s ,  i s  t h i s  r e l a t i o n s h ip  due to  the  fac t  th a t  jo b s  a t  h igher  o c c u p a ­
t io n a l  l e v e l s  a re  t ru ly  more co m p lex ,  or i s  it  b e c a u s e  such  jo b s  a re  
in h e re n t ly  more p r e s t i g i o u s ?  To u s e  H e rz b e rg 's  te rm in o lo g y ,  d o e s  the  
w orker  m ere ly  fee l  l e s s  d i s s a t i s f a c t i o n  b e c a u s e  the  job  a t  the  h igher  
o c c u p a t io n a l  leve l  p ro v id es  him with  g re a te r  s t a tu s  and p r e s t ig e  ( i . e . ,  
im proves  the  hyg iene  or c o n te x tu a l  a s p e c t s  of h is  work) ,  or i s  he  t ru ly  
more s a t i s f i e d  b e c a u s e  th e  h igh ly  sk i l le d  job  p rov ides  him w i th  work which  
i s  in h e re n t ly  in t e r e s t i n g  and m eaningfu l  ( i . e . ,  improves  the  c o n te n t  or 
m o tiva to r  a s p e c t s  of h i s  job) ? R e se a rch  c i t ed  be low  i n d i c a t e s  th a t  the  
l a t t e r  a n s w e r  i s  the  more p l a u s ib l e  o n e .
M orse  (1953, pp .  6 6 -6 7 ) ,  in  an in v e s t ig a t i o n  of the  m orale  among 
w hi te  c o l l a r  w o r k e r s , i n te rv ie w e d  742 c le rk s  and th e i r  73 s u p e r v i s o r s .
She found th a t  th o s e  w ork e rs  w i th  the  more v a r ie d  and sk i l l e d  jo b s  were  
more s a t i s f i e d  w ith  th e i r  work th an  c le r k s  in ro u t in e ,  u n s k i l l e d  j o b s .  Note 
th a t  t h i s  r e s u l t  i s  p robab ly  a s  f ree  of th e  confounding e f f e c t s  of p r e s t ig e  
a s  a s tud y  of th i s  kind can  be ;  t h a t  i s ,  a l l  the  S_s were  w h i te  c o l l a r  c l e r k s .
In a s tudy  con ce rn in g  the r e l a t i o n s h ip  be tw een  job d i f f ic u l ty  and 
em p lo y ee  a t t i t u d e s ,  S v e t l ik ,  Prien and Barrett (1964), found a s ig n i f ic a n t  
p o s i t iv e  c o r r e la t io n  b e tw e e n  job  d i f f icu l ty  and em ployee  r a t in g s  of the i r  
f e e l in g s  a b o u t  th e i r  j o b s ,  i . e .  , the  more d i f f icu l t  the  j o b ,  the  b e t t e r  the  
S f e l t  abou t  i t .
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Hueber  (1965) com pared  the  tu rn -o v e r  r a t e s  of m ec h a n ic s  ( i . e .  ,
"blue c o l l a r "  workers)  and  c l e r k s  ( i . e .  ., "white c o l l a r "  w o rk e r s ) .  He 
found th a t  w h i le  the  c l e r k s  had c l e a n e r ,  more p re s t ig io u s  j o b s ,  t h e i r  tu rn ­
over  r a t e  w a s  h ig h e r  t h a n  the  t u rn -o v e r  r a te  of the m e c h a n ic s .  Hueber  
e x p la in s  t h i s  r e s u l t  in t h a t  the  m e c h a n ic s  had  an  inh e re n t ly  in te r e s t in g  
jo b ,  th ey  cou ld  s e e  the  r e s u l t s  of the i r  work ,  and they  r e c e iv e d  imm edia te  
re in fo rcem en t  for  th e i r  w ork .  The c l e r k s ,  ho w ev er ,  had very  few of t h e s e  
f e a t u r e s .
Perhaps  th e  m ost  in t e r e s t i n g  s tudy  in th is  a rea  w as  co n d u c ted  by 
C o nan t  and Kilbridge (1965). These  i n v e s t i g a to r s  s tud ied  the  e f f e c t s  of 
job en la rg em en t  ( i . e .  , i n c r e a s in g  the com plex i ty  of work) and found th a t  
w orke rs  in e n la rg ed  jo b s  p roduced  work of a h igher  q ua l i ty  than  did workers  
in s im p l i f ied  jo b s  ( i . e . ,  j o b s  low in co m p lex i ty ) .  Furthermore ,  the  w orke rs  
in the  e n la rg e d  job s  repo r ted  t h a t  they  l iked  th e i r  jo b s  more th an  did  the  
w orkers  in the  l e s s  com plex  j o b s .  U nfo r tuna te ly ,  Conan t  and K i lb r idge 's  
d e s ig n  w a s  som ew h a t  in a d e q u a te  in th a t  th ey  did no t  a s s e s s  em ployee  
a t t i t u d e s  d i r e c t l y .  N e v e r t h e l e s s ,  th i s  s tu d y  r e p r e s e n t s  one of the  few 
a t t em p ts  to  e m p i r ic a l ly  de te rm ine  the  e f f e c t s  of job en la rg em en t  on 
em ployee  a t t i t u d e s  and  b e h a v io r .
W hi le  one  might con c lu d e  from th e  above  r e s e a r c h  th a t  the re  a p p e a r s  
to be  a d i r e c t  r e l a t i o n s h ip  b e tw ee n  employee  a t t i tu d e s  and job co m p lex i ty ,  
su c h  a c o n c lu s io n  i s  e q u iv o c a l  in th a t  none of th e  s tu d i e s  have  made 
a l l o w a n c e s  for the  e f f e c t s  of i n t e l l i g e n c e .  It a p p e a r s  qu i te  r e a s o n a b le  
to  a s s u m e  th a t  a l l  e m p lo y e e s  a re  not  e q u a l ly  s u s c e p t ib l e  to  boredom and
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monotony (Vite les ,  1932, p age  537).  That  i s ,  i t  is  l o g ic a l  to  a s s u m e  th a t  
o n e ' s  a t t i tu d e  to w a rd s  o n e ' s  job  ( i . e . ,  f e e l in g s  of s a t i s f a c t i o n  and d i s ­
s a t i s f a c t i o n ,  boredom and monotony) are  a func t ion  of o n e ' s  in t e l l i g e n c e  
a s  w e l l  a s  the  c o m p lex i ty  of the  j o b .  In d ee d ,  the  a s su m p t io n  underly ing  
H y p o th e se s  I l ia  and IHb i s  t h a t  a p e rs o n  w i th  a low le v e l  of i n t e l l e c tu a l  
func t ion ing  w i l l  be a s  f ru s t r a t e d  in a h igh ly  com plex  job  a s  w i l l  a pe rson  
w i th  a h igh  le v e l  of i n t e l l e c t u a l  func t ion ing  who i s  p l a c e d  in a job of low 
c o m p lex i ty .
I n v e s t ig a t io n s  c o n ce rn in g  the  r e l a t io n s h ip  b e tw ee n  in t e l l i g e n c e  and 
e m ployee  a t t i t u d e s  have  b e e n  of i n t e r e s t  to  p s y c h o l o g i s t s  for a number of 
y e a r s .  How ever ,  no one h a s  looked  a t  the  r e l a t i o n s h ip  b e tw e e n  in te l l ig e n c e  
and job a t t i tu d e s  in te rm s  of H e rz b e rg ' s  th eo ry .  Some in s ig h t  in to  th is  
a re a  may be g a in e d  from a b r ie f  rev ie w  of the  l i t e r a t u r e .
One of th e  e a r l i e s t  s t u d i e s  to  i n v e s t ig a t e  the  r e l a t i o n s h i p  be tw een  
i n t e l l i g e n c e  and em ployee  perform ance  in an i n d u s t r i a l  s e t t in g  w a s  c o n ­
d uc te d  by Bills (1923). Bills  gave  a "mental  a l e r t n e s s "  t e s t  to  133 c l e r k s ,  
and exam ined  th e i r  t u r n - o v e r  r a t e  over  a 30-month per iod  of time . This 
i n v e s t i g a to r  found a r e l a t i o n s h i p  among job co m p lex i ty ,  the  e m p lo y e e s '  
s c o r e s  on the  a l e r t n e s s  t e s t ,  and job  t u r n - o v e r .  S p e c i f i c a l ly ,  he  found 
th a t  Ss w ith  h igh a l e r t n e s s  s c o r e s  qui t  the  s im ple  rou t ine  j o b s ,  and Ss 
w i th  low a l e r t n e s s  s c o r e s  qui t  the  more complex  and dem anding  jo b s .
Snow (1927) found th a t  "du l le r"  in d iv id u a ls  show ed  l e s s  d i s s a t i s ­
fac t io n  w i th  h igh ly  r e p e t i t i v e  work th an  "br igh ter"  S_s. H ow ever ,  when 
the  work w as  fa i r ly  com plex  the  "du l le r"  .Ss m a n i fe s te d  c o n s id e ra b le
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d i s s a t i s f a c t i o n .
In a s e r i e s  of i n v e s t i g a t i o n s  conce rn ing  the  e f f e c t s  of fa t ig u e  on
em ployee  a t t i t u d e s  and  b e h a v io r ,  W y a t t ,  F ra se r  and Stock (1929) r e a c h e d
th e  fo l lowing  co nc lu s io n :
The p ro d u c t iv i ty  of w orke rs  of in fe r io r  in te l l i g e n c e  i s  s t e a d i e r  
and  l e s s  a f fe c te d  by m id sp e l l  d e p r e s s io n  th an  th a t  of the  more 
i n t e l l i g e n t  w o rk e r s .  M oreover ,  the  i n t r o s p e c t iv e  repo r t s  
i n d ic a t e  th a t  w h i le  w orke rs  of low in te l l i g e n c e  app ea re d  to  
l ike  the  r e p e t i t iv e  p r o c e s s ,  th o se  of h igh in te l l ig e n c e  seem e d  
to  be q u i te  d i s s a t i s f i e d  with  the  work .
V i te le s  (1932 , page  538) ,  c o n d u c ted  a s tudy  to de te rm ine  the  role  
w h ich  in d iv id u a l  d i f f e r e n c e s  p lay  in s u s c e p t ib i l i t y  to  monotony .  He e x ­
amined th e  r e l a t i o n s h ip  b e tw e e n  in te l l i g e n c e  and tu rn -o v e r  among fem ale  
d ep a r tm e n t  s to re  c le rk s  and found th a t  Ss with  high in te l l i g e n c e  had  a 
h igher  tu r n - o v e r  ra te  th an  Ss w ith  low i n t e l l i g e n c e .
In a s tudy  s im i la r  to the  one c o n d u c te d  by V i t e l e s ,  Kriedt and G a d e l  
(1953) found a n e g a t iv e  r e l a t i o n s h ip  b e tw e e n  in te l l ig e n c e  and the  p ro b a ­




A sam p le  of 125 male  e m p lo y e e s  of a m idw es t  f ix ture  m anufac tur ing  
co rpora t ion  w a s  randomly s e l e c t e d  from a male work force  of 331 .  The 
f ina l  sam ple  (N=100) w a s  sm a l le r  th an  the  or ig ina l  sample  due to  the  
f a c t  t h a t  th ree  Ss f i l led  out  one of th e  q u e s t io n n a i r e s  in an  u n sc o ra b le  
m anner ,  s ix  S.s were  f e m a le s  who had been  s e l e c t e d  by m is ta k e ,  and  16 
Ss were  e i t h e r  a b s e n t  or on v a c a t i o n .  Although the  sample  w a s  hom ogeneous  
in t h a t  it  c o n ta in e d  only m a le ,  "blue c o l l a r "  w o rk e r s ,  s e v e r a l  ty p e s  of 
w o rke rs  were  in c lu d e d  from u n s k i l l e d  product ion  line e m p lo y ee s  to  h igh ly  
sk i l l e d  tool  and d ie  w orkers  .
The a v e ra g e  age  of th e  Ss w as  2 7 .4 8  y e a r s ,  with  a range  from 18 
to  57 y e a r s ,  and  a s tand ard  d e v ia t io n  of 9 . 7 5 .  Addit ional  d e s c r ip t iv e  
d a ta  p e r ta in in g  to the  sam ple  may be found in Appendix G.
In s t ru m en ts
D a ta  from th e  100 Ss were  c o l l e c t e d  w i th  r e s p e c t  to  the  fo l lowing 
v a r i a b l e s :  job  f ru s t r a t io n ,  i n t e l l e c t u a l  fu n c t io n in g ,  i n t e r n a l - e x t e r n a l  
o r i e n t a t io n ,  n o n - j o b  a c t i v i t i e s ,  and job com p lex i ty .  A d e s c r ip t io n  of the
26
27
in s t ru m e n ts  u s e d  to  c o l l e c t  t h i s  d a ta  is  p r e s e n t e d  be low .
Employee Attitude Q u e s t i o n n a i r e . The e x te n t  to  w hich  an em ployee  
i s  f ru s t ra te d  by h i s  job  w as  a s s e s s e d  by the  EAQ d e v e lo p ed  by N e v o t t i ,
O l s o n / a n d  S te v en son  (1969).  This in s t ru m e n t ,  w hich  may be found in 
Appendix  A, m e a su re s  employee  a t t i t u d e s  a la  H e rz b e rq ' s  M o t iv a to r -H y g ien e  
Theory (H erzbe rg .e t  a l . ,  1959).  This in s t rum en t  r e p r e s e n t s  a s u b s t a n t i a l l y  
m odif ied  v e r s io n  of the  fob M otiva t ion  Inventory  d e v e lo ped  by Kahoe (1966).
The EAQ c o n s i s t s  of a to ta l  of 60 q u e s t i o n s ,  30 of w h ich  p e r ta in  to 
the  m otiva to r  d im e n s io n  and 30 p e r ta in ing  to  the hyg iene  d im e n s io n .  Fu r the r ­
more, the  30 m otiva tor  i tem s  c o n ta in  f ive  q u e s t io n s  r e l a te d  to e a c h  of the 
fo l lowing  s ix  m otiva tor  f a c to r s :  a c h ie v e m e n t ,  r e c o g n i t io n ,  a d v a n c e m e n t ,  
r e s p o n s i b i l i t y ,  oppor tun i ty  for g row th ,  and  an  in te r e s t in g  jo b .  L ik e w ise ,  
the  30 hyg iene  i tem s  c o n ta in  f ive s t a te m e n t s  d e a l in g  with  e a c h  of the 
fo l lowing s ix  h y g iene  fac to r s :  s t a t u s ,  s e c u r i t y ,  company p o l ic y ,  s u p e r ­
v i s i o n ,  c o - w o r k e r s ,  and  working c o n d i t i o n s .
Four s c o r e s  were  de r ived  from the  r e s p o n s e s  made by the  Ss to  t h i s  
in s t rum ent :  (a) to ta l  job  f rus t ra t ion ;  (b) m otiva to r  f rus t ra t ion ;  (c) h y g ien e  
f ru s t ra t ion ;  and (d) f ru s t r a t io n  w ith  e a c h  of the  12 ind iv idua l  v a r i a b l e s .
The in d ex  of to ta l  job f ru s t ra t ion  w a s  d e r ived  by summing the  s c o r e s  
of the  f i r s t  par t  of a l l  60 i t e m s ,  and su b t ra c t in g  from th is  the  summation  
of the  s c o r e s  d e r iv e d  from the  s e co n d  p a r t .  This score  r e p r e s e n t s  the  
degree  to  w h ich  e a c h  S w a s  f ru s t ra ted  in h i s  s t r iv in g s  for both  m otiva to r  
and h yg iene  f a c t o r s .
The m otiva to r  f ru s t ra t io n  sco re  w a s  o b ta in e d  in a manner  s im i la r  to
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the  method u s e d  to  de r ive  the  to ta l  job f ru s t ra t io n  score ;  how ever ,  only 
the  30 i tem s p e r ta in in g  to  m otiva to r  fac to rs  were  a n a l y z e d .  This p rov ides  
an in d ex  of th e  deg ree  to  w h ich  e a c h  S w as  s a t i s f i e d  with  h is  jo b .
The hyg iene  f ru s t ra t io n  sco re  w a s  a l s o  de r ived  in a manner  s im ila r  
to  the  method u s e d  to  d e r ive  the  to ta l  job  f ru s t ra t ion  index;  how ever ,  only  
the  30 i tem s r e l a t e d  to  hy g ien e  fac to r s  were a n a l y z e d .  This  provided an 
in d ex  of the  d eg re e  to  w h ich  e a c h  S w a s  d i s s a t i s f i e d  with  h i s  work .
F ina l ly  , an  index  of e a c h  Sb f rus t ra t ion  with  e a c h  of the  12 ind iv idua l  
v a r i a b l e s  w a s  o b ta in e d .  T h ese  12 in d ic e s  were  a l s o  o b ta in ed  in a manner 
s im i la r  to  the  method u s e d  to  de r ive  the  to ta l  job f ru s t ra t ion  score ;  ho w ever ,  
only  the  f ive i tem s p e r ta in in g  to  a v a r ia b le  were  a n a ly z e d  ( e . g . ,  the  five 
s t a te m e n t s  p e r ta in in g  to a c h ie v e m e n t  were  a n a l y z e d ,  then  the  f ive  s t a t e ­
m ents  pe r ta in ing  to  working c o n d i t io n s  were a n a l y z e d ,  e t c . ) .  Each of 
t h e s e  12 s c o r e s  w a s  th en  summed a c r o s s  Ss to  provide an a n a l y s i s  of the  
w e ak  po in ts  ( i . e .  , s o u r c e s  of g r e a t e s t  f rus t ra t ion)  w i th in  the  o rg an iza t ion  
a s  p e rc e iv e d  by the  e m p lo y e e s .
It shou ld  be e m p h a s i z e d  th a t  the  p re s e n t  s tudy  i s  on ly  the  secon d  
p iec e  of r e s e a r c h  u s in g  the  EAQ, and th a t  t h i s  in s t ru m en t  i s  c le a r ly  in the  
exper im en ta l  s t a g e .  The f i r s t  u s e  of the  EAQ (Nevott i  e t  a l .  , 1969) w a s  
an a t tem pt  to  v a l i d a t e  t h i s  ins t rum ent  u s ing  a sam ple  c o n s i s t in g  of 2 0 
s e m i - s k i l l e d  and  u n s k i l l e d  bui ld ing and grounds e m p l o y e e s .  This in i t i a l  
s tu dy  y ie ld ed  a v a l id i ty  c o e f f i c i e n t  of r g = + .5 0 1 ,  u s in g  to ta l  job  f r u s ­
t ra t io n  s c o r e s  a s  the  p red ic to r  and a b s e n te e i s m  a s  the  c r i t e r io n .  This r e ­
su l t  w a s  s ig n i f i c a n t  a t  the  .05 le v e l  of c o n f id e n c e .
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In th e  Nevo t t i  e t  a l .  (1969) s tu d y  a m easu re  of in te rn a l  c o n s i s t e n c y  
w a s  a l s o  computed  u s in g  the  “o d d - e v e n “ t e c h n iq u e ,  and  c o r r e c te d  by the  
Spearman-Brown formula (Guilford , 1965,  page  458) .  The m otiva tor  i tem s  
had  a c o e f f i c i e n t  of in te rn a l  c o n s i s t e n c y  of + .932 , whi le  th e  c o n s i s t e n c y  
c o e f f i c i e n t  for the  hyg iene  i tem s  w a s  + .4 8 2 .
In an  a t tem p t  to  fu r ther  v a l i d a t e  the  EAQ, the  r e s u l t s  o b ta in e d  in the  
p re s e n t  s tu d y  were  c o r r e la t e d  w ith  a b s e n t e e i s m ,  a commonly u s e d  i n d e x  
of e m p loy ee  s a t i s f a c t i o n  and  d i s s a t i s f a c t i o n .  Only th o se  Ss who had been  
on th e  job  for 12 months or more ( i . e .  , N=59) were  u s e d  to o b ta in  th i s  
v a l i d i ty  coeff ic ien t . .  The e l im in a t io n  of Ss with  tenure  of l e s s  th an  12 
months  w a s  done  b e c a u s e  it  w a s  r e a s o n e d  th a t  t h e s e  em p lo y ee s  had not  
been  on th e  job a su f f ic ie n t  len g th  of time to  have  been  ful ly  e f f e c te d  by 
a l l  the  i n t r i n s i c  and e x t r i n s i c  f a c to r s  of the  work s i t u a t i o n .  The in c lu s io n  
of Ss w i th  l e s s  th a n  12 m onths  tenu re  in the  in i t ia l  sam ple  w a s  a m e th o d o ­
lo g ic a l  error  made by E..
A Pea rson  p ro du c t -m om en t  co rre la t io n  w a s  computed  b e tw e e n  the  
c r i t e r io n  (ab sen te e i sm )  and the  to ta l  job  f ru s t ra t ion  s c o r e s .  The c o e f f i c i e n t  
of c o r r e l a t io n  b e tw ee n  t h e s e  two m e a s u r e s  w a s  -  . 2 2 4 .  Due to  the  f a c t  
t h a t  t h i s  r e l a t i o n s h ip  i s  no t  s t a t i s t i c a l l y  s ig n i f ic a n t  (p = .0 5 ) ,  s e r io u s  
doubt  i s  c a s t  on the  u s e  of the  EAQ for m easu r ing  the  d eg ree  to  w h ic h  
Ss are  f ru s t r a t e d  by  th e i r  j o b s .
In an  a t t em p t  to de te rm ine  i f  a c u rv i l in e a r  model w a s  more a p p ro ­
p r ia te  th an  the  l in ea r  model  a s s u m e d  w i th  Pearson  r ,  an e t a  c o e f f i c i e n t  
and an F - t e s t  for n o n - l in e a r i t y  were  computed  b e tw ee n  t h e s e  s e t s  of d a ta
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(G u i l fo rd ,  1 9 6 5 # pp .  3 0 8 -3 1 7 ) .  The F - t e s t  for n o n - l i n e a r i t y  b e tw ee n  
a b s e n t e e i s m  and  the  to ta l  job  f ru s t r a t io n  s c o r e s  w a s  s ig n i f i c a n t  beyond  the  
.01 l e v e l .  H e n c e ,  a c u rv i l in e a r  model  w a s  a s s u m e d ,  and the  e ta  c o ­
e f f i c ie n t  (TJ= .479) p ro v ides  the  b e s t  e s t im a te  of the  r e l a t i o n s h ip  b e tw e e n  
t h e s e  v a r i a b l e s .
A g rap h ic  d i s p l a y  of the  r e l a t i o n s h ip  b e tw ee n  to ta l  job f ru s t r a t io n  
and a b s e n t e e i s m  i s  p r e s e n te d  in Figure 3 .  This  r e l a t i o n s h ip  w a s  com puted  
by m ean s  of a  po lynom ia l  r e g r e s s io n  a n a l y s i s  (Dixon, 1968, pp .  2 8 9 -2 9 6 ) .
One p o s s ib l e  e x p la n a t io n  of the  r e l a t i o n s h ip  d i s p l a y e d  in Figure  3 
may be d e r iv e d  from F e s t i n g e r ‘s theory  of co g n i t iv e  d i s s o n a n c e  (Secord and 
Backman,  1964, pp .  1 15 -118) .  In te rm s of th i s  theory  it  may be r e a s o n e d  
th a t  some of the  Ss ( i . e .  , t h o s e  with  an a b s e n t e e i s m  ra te  ^ 4  days )  who 
found th e i r  work to be d i s s o n a n c e - p r o v o k i n g  ( i . e .  , the motiva tor  and 
h yg ien e  f a c to r s  w h ich  th ey  had were  l e s s  th an  w h a t  they  des i red )  a t t em p ted  
to  r e d u c e  t h i s  d i s s o n a n c e  by chang ing  th e i r  env ironm ent  ( i . e .  , improving 
the  c o n te n t  and c o n te x t  of th e i r  j o b s ) .  Although t h e s e  S_s were  f ru s t r a t e d  
by th e i r  j o b s ,  th e y  re t a in e d  the  b e l i e f  th a t  th e y  could  e v e n tu a l ly  a t t a in  
th o s e  f a c to r s  w h ich  th e y  d e s i r e d  from th e i r  w ork .  In sh o r t ,  t h e s e  S_s b e l i e v e d  
th e y  cou ld  b e s t  r e d u c e  the i r  d i s s o n a n c e  by m ain ta in ing  an a d a p t iv e  pos tu re  
to w ard s  th e i r  e m p loy er ,  hence  the i r  r a te  of a b s e n t e e i s m  rem ained  low .
C o n c ern ing  t h o s e  Ss w ith  r e l a t i v e ly  high r a t e s  of a b s e n t e e i s m ,  it  
may be a rgued  th a t  i n s t e a d  of at tempting,  to  r e s o lv e  th e i r  d i s s o n a n c e  in an 
a d a p t iv e  m anner ,  t h e y  a t tem pted  to r e s o lv e  th e i r  d i s s o n a n c e  by w i thdrawing  
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by  chang in g  th e i r  b e h a v io r .  T hese  in d iv id u a l s  have  l e a rn e d  t h a t  the i r  
j o b s  are  d i s s o n a n c e - p r o v o k i n g  and h e n c e  a re  to  be a v o id e d .  H ow ever ,  
av o id in g  o n e ' s  job i s  l ik e w i s e  d i s s o n a n c e - p r o v o k i n g  in th a t  work is  
he ld  in high e s t e e m  in our cu l tu re  (as w e l l  a s  be ing  f i n a n c ia l ly  rew ard ing ) .  
T here fo re ,  t h e s e  in d iv id u a l s  a t t em p ted  to  r e s o lv e  t h i s  s u b s e q u e n t  d i s s o ­
n an t  s i tu a t io n  by modify ing  th e i r  a t t i tu d e  tow ards  th e i r  job  ( i . e .  , they  wil l  
g ive  l i t t l e  im por tance  to th e i r  w ork) .  The end r e s u l t  i s  an in d iv id u a l  who 
h a s  w i thdraw n from h is  job ( i . e .  , h a s  a high r a te  of a b s e n te e i s m )  and i s  
no longer  f ru s t r a te d  by h is  jo b  b e c a u s e  he i s  no longer  e g o - i n v o l v e d .
This  in te rp re ta t io n  of the  o b se rv e d  r e l a t i o n s h ip  i s  a te n u o u s  one 
w h ich  should  be  e x p e r im e n ta l ly  v e r i f i e d .  Future r e s e a r c h  in t h i s  a rea  
might exam ine  t h e s e  two g roups  of w orke rs  ( i . e .  , t h o s e  who a t tem p t  to 
w o rk -o u t  th e i r  d i s s o n a n c e  in  an a d a p t iv e  manner  v i s - a - v i s  th o s e  who 
w i thdraw  from the i r  jobs )  in an  a t tem p t  to  de te rm ine  w he th e r  or not  the  
two g roups  differ  w i th  r e s p e c t  to  in d iv id u a l  and s o c i a l  v a r i a b l e s .
In an  a t tem pt  to  e s t im a te  th e  r e l i a b i l i t y  of the  EAQ an o d d - e v e n  
e s t im a te  of in te rn a l  c o n s i s t e n c y  w a s  computed  for the  30 m otiva to r  and 
30 h y g ien e  i t e m s .  W ith  the  Spearman-Brown co rrec t io n  made (Guilford, 
1966, page  458) the  c o e f f i c i e n t  of in te rn a l  c o n s i s t e n c y  for th e  motivator  
i tem s  w a s  + .9 4 5 ,  and + .849 for the  hyg iene  i t e m s .
W ond er l ic  Pe rso n ne l  T e s t . An index  of the  l e v e l  of i n t e l l e c t u a l  
func t ion ing  of the  Ss w a s  o b ta in e d  through ad m in is t ra t io n  of the  W onder l ic  
P e rsonne l  T e s t ,  Form D. The a v e ra g e  sco re  ob ta in ed  w a s  1 9 .7 4 0  for the  
en t i re  s a m p le ,  with  a s t a n d a rd  d e v ia t io n  of 6 . 6 5 9 ,  and a range  of 4 to  46 .
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The a v e rag e  sco re  for t h e s e  Ss i s  roughly  e q u iv a le n t  to an  IQ of 101 
(O t i s ,  1954), and c l o s e l y  ap p ro x im a te s  s c o r e s  o b ta ined  by o ther  Es from 
in d u s t r i a l  p o p u la t io n s  s im i la r  to  the  one under  in v e s t ig a t io n  (W onder l ic ,  
1966b,  page  39). It shou ld  be  n o ted  th a t  the  group of Ss re fe r red  to  a s  
"below a v e ra g e  i n t e l l i g e n c e "  in H y p o th e s i s  Il ia  w a s  o p e ra t io n a l ly  d e f in ed  
a s  th o se  Ss who sc o re d  19 or l e s s  on the  W o n d er l ic  Personne l  T es t  (N=34). 
Those  Ss c a t e g o r i z e d  a s  "above a v e rag e  i n t e l l i g e n c e "  in H y p o th e s i s  I l lb  
were  o p e ra t io n a l ly  de f ined  a s  th o se  Ss who sc o red  2 0 or b e t t e r  on the  
W o n d er l ic  (N=25).
In so fa r  a s  the  v a l id i ty  of t h i s  in s t ru m e n t  i s  c o n c e rn e d ,  W on d e r l ic  
(1966a,  page  4) s t a t e s :
This t e s t  h a s  b e en  shown to be a v a l id  in s t rum en t  in 
d e te rm in ing  s u c c e s s  on a number  of d i f fe ren t  j o b s .  The num ­
b e r  of q u e s t i o n s  r ight  c l e a r ly  d i s t i n g u i s h e s  b e tw ee n  good and 
poor g roups  of e m p lo y e e s  d i f f e re n t i a t e d  on work r ec o rd s  
a c c u m u la te d  over  a period of f ive  y e a r s .
The r e l i a b i l i t y  of the  W ond er l ic  i s  ve ry  good .  T e s t - r e t e s t  r e l i a b i l i t y  
c o e f f i c i e n t s  range  from + .82 to  + . 9 4 ,  and o d d - e v e n  e s t i m a t e s  of in te rn a l  
c o n s i s t e n c y  range  from + .88  to + .94 (Wonder l ic ,  1966a).
In te rn a l -E x te rn a l  O r i e n t a t i o n . D e te rm ina t ion  of an in d iv i d u a l ' s  
i n t e r n a l - e x t e r n a l  o r ien ta t io n  w a s  a c c o m p l i sh e d  through a d m in is t r a t io n  of 
the  In te rn a l -E x te rn a l  Control  of R e in fo rcem ents  S c a l e , d e v e lo p ed  by Rotter ,  
L iverant  and Crowne (1961).  To d i s g u i s e  i t s  pu rpose  the  I-E Sca le  h a s  
b een  t i t l e d  the  Socia l  R eac t ion  In v e n to ry . The I-E S c a le ,  w h ich  i s  r e p r o ­
d uced  in Appendix  B, c o n s i s t s  of 29 i t e m s ,  s i x  of w h ich  are  " f i l l e r s .  "
The a v e ra g e  sco re  on the  I-E Sca le  for t h i s  sample  w a s  7 . 7 4 6 ,  w i th  a
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s tan d a rd  d e v ia t io n  e q u a l  to  3 .7 4 0 ,  and a range  of 0 to 18. It shou ld  be 
e m p h a s iz e d  t h a t  th i s  in s t ru m e n t  i s  s c o re d  in the  e x te rn a l  d i r e c t io n ,  i . e .  , 
a h igh  sco re  r e p r e s e n t s  an  e x te rn a l  o r ie n ta t io n .
A good d e a l  of r e s e a r c h  h a s  been  g e n e ra te d  in c o nn ec t ion  w i th  the  
In te rn a l -E x te rn a l  O r ien ta t io n  c o n c e p t ,  and th e  r e s u l t s  from many of the  
s tu d ie s  w h ich  h ave  em ployed  the  I-E Sca le  are  d i s p l a y e d  in Appendix 
C .  G e n e r a l l y ,  c o e f f i c i e n t s  of in te rna l  c o n s i s t e n c y  have  ranged  from + .65 
to  + . 8 3 .  Numerous v a l i d i t y  s tu d i e s  have  been  c o n d u c ted  and th e s e  r e ­
s u l t s  a re  p r e s e n t e d  in c o n ju nc t io n  with  H y p o th e s i s  II.
A c t iv i t ie s  Q u e s t i o n n a i r e . The d eg re e  to  w h ich  an employee  p a r t i c i ­
p a t e s  in n o n - jo b  a c t i v i t i e s  w as  de te rm ined  by h i s  r e s p o n s e s  to the  A c t iv i t ie s  
Q u e s t i o n n a i r e , an in s t ru m e n t  c o n s t ru c te d  by E_ s p e c i f i c a l l y  for t h i s  r e s e a r c h  
p ro je c t .  This  in s t ru m e n t ,  which  i s  e n c lo s e d  in Appendix D, c o n ta in s  27 
i tem s  p e r ta in ing  to  the  fo l lowing s ix  a r e a s  of n o n - jo b  a c t iv i ty :  home and 
community ,  u n io n ,  formal s o c ia l  o r g a n iz a t i o n s ,  c h u rc h ,  a th le t i c  e v e n t s ,  
and in d iv id ua l  sp o r t s  and h o b b ie s .  The i tem s  pe r ta in in g  to union a c t iv i ty  
were  de r ived  from a un ion  a c t iv i ty  q u e s t io n n a i r e  d e v e lo p ed  by Tannenbaum 
and Kahn (1958, pp .  2 4 7 -2 6 1 ) .
No d i r e c t  e s t im a t e  of v a l id i ty  w a s  computed  for the  A c t iv i t ie s  Q u e s ­
t io nn a i re  for tw o  r e a s o n s .  F i r s t ,  the  type  of information  sough t  w a s  of a 
f a c t u a l ,  dem ograph ic  na tu re  and i s  no t  a s  s u b je c t  to  d is to r t io n  a s  are  o ther  
t y p e s  of information  ( e . g . ,  a t t i t u d i n a l ) . Second ,  i t  w a s  h ighly  im pra c t ica l  
if no t  im p o s s ib le  to  ve r i fy  information ob ta in ed  from t h i s  in s t ru m en t .  It 
should  be e m p h a s i z e d ,  h o w ever ,  th a t  in the  p r e s e n t  r e s e a r c h  a s ig n i f ic a n t
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r e l a t i o n s h ip  (p <  . 01) w a s  found b e tw ee n  the I-E Sca le  and the  A c t iv i t ie s  
Q u e s t io n n a i r e ;  t h a t  i s ,  the  more in te rn a l ly  o r ien ted  a S_was,  the  g rea te r  
h i s  p ro p e n s i ty  for n o n - jo b  a c t i v i t y .  This f inding i s  s i g n i f i c a n t  in th a t  
p rev io us  r e s e a r c h  (Gore and Rotter ,  1963; Seem an ,  1964; S t r i ck lan d ,  1965) 
i n d i c a t e s  s o c i a l  a c t i o n - t a k i n g  b e h av io r  and an in te rn a l  o r i e n ta t io n  are 
a l s o  p o s i t i v e l y  and s ig n i f i c a n t ly  r e l a t e d .  There fo re ,  it  i s  l o g ic a l  to  a s su m e  
t h a t  the  A c t iv i t ie s  Q u e s t io n n a i r e  i s  in f a c t  m easu r ing  n o n - jo b  a c t i v i t y ,  
th u s  in d i r e c t ly  s u b s t a n t i a t i n g  the  v a l id i ty  of th is  in s t ru m e n t .
A c o e f f i c i e n t  of r e l i a b i l i t y  for t h i s  ins t rum ent  would be d e s i r a b l e ;  
h o w ev er ,  a t e s t - r e t e s t  c o e f f i c i e n t  w a s  u n o b ta in ab le  due  to p r a c t i c a l  l im i­
t a t i o n s  ( i . e .  , e x p e n s e  to  sp o n so r in g  o rg a n iz a t io n ) ,  and  a c o e f f i c i e n t  of 
in te rn a l  c o n s i s t e n c y  w a s  not  com puted  a s  the  q u e s t io n n a i r e  c o n ta in s  s ix  
c a t e g o r i e s  w ith  only  th ree  to  s ix  i te m s  in e a c h .
Tob C om plex i ty  I n d e x . The com p lex i ty  of e a c h  Ss job  w a s  a s s e s s e d  
by E th rough the  u s e  of the  Tob C om plex i ty  I n d e x . This  in s t ru m e n t ,  which 
a p p e a rs  in Appendix E, w a s  d e v i s e d  by E_ and c o n s i s t s  of th ree  p a r ts :  
sk i l l  l e v e l ,  v a r i e ty ,  and au tonom y.  These  th ree  c r i t e r ia  of job  com plex i ty  
were  employed  by  Hulin  and Blood (1968) in  th e i r  r ev ie w  of the  l i t e ra tu re  
on job e n la rg e m e n t .
The job com plex i ty  r a t in g s  w ere  made in c o o p e ra t io n  w i th  the  
p e r s o n n e l  d i re c to r  of the  sponso r in g  o rg a n iz a t io n ,  and  were  com puted  in 
the  fo l lowing  manner:  (a) the  p e r s o n n e l  d i rec to r  re v ie w e d  a l l  o c c u p a t io n a l  
c a t e g o r i e s  w i th in  the  o rg a n iz a t io n  and in d ic a te d  how e a c h  job  shou ld  be 
r a t e d  on e a c h  of the  s c a l e s  of the  Tob Com plex i ty  Index; (b) E_ looked  up
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e a c h  Ss o c c u p a t io n a l  ca teg o ry  in the  Ss p e r s o n n e l  f i le  and  com puted  the  
Ss c o m p lex i ty  ra t ing  on the  b a s i s  of the  p e r s o n n e l  d i r e c to r ' s  d e c i s i o n s .
Seve ra l  p o in ts  c o n ce rn in g  t h i s  ra t ing  schem e  should  be e m p h a s i z e d .  
F i r s t ,  the  p e r s o n n e l  d i r e c to r ' s  d e c i s i o n  conce rn in g  how a g iven  o c c u p a t io n a l  
c a t e g o ry  shou ld  be ra ted  w a s  n o t  a rb i t ra ry ;  but  r a th e r ,  w as  b a s e d  on the  
jo b  d e s c r ip t io n  c o n ta in e d  in the  formal u n io n -m a n ag e m en t  c o n t r a c t .  Second ,  
the  r e l i a b i l i t y  of t h i s  p ro ce d u re ,  though  no t  com p u ted ,  can  be a s s u m e d  to 
be  good ,  s i n c e  the  t r a n s m is s io n  of the  information  from the  job d e s c r i p t io n s  
to  the  co m p lex i ty  r a t in g s  w a s  q u i te  s t r a ig h t - f o r w a r d .  F in a l ly ,  w h i le  one 
might r e a s o n a b l y  q u e s t io n  the v a l id i ty  of t h i s  p ro c e d u re ,  i t  w a s  the  b e s t  
of  the  th ree  m ethods  a v a i l a b l e .  The o ther  p o s s ib l e  p roced u res  in c lu d ed  
r a t i n g s  by e a c h  of the  foremen and d i r e c t  o b se rv a t io n  by E_. H ow ever ,  
foreman r a t in g s  are  of q u e s t io n a b le  u t i l i ty  due  to  in d iv idu a l  and d e p a r tm e n ­
ta l  d i f f e r e n c e s  (Tiffin and M cC orm ick ,  1965, page  244) ,  and d i r e c t  o b s e r ­
v a t io n  h a s  the  d raw b ac k  of producing  the  "Hawthorne  Effec t .  " M oreover ,  
t h e s e  l a s t  two m e tho d s  have  s e r io u s  p r a c t i c a l  l im i ta t io n s  in th a t  th ey  
requ ire  la rge  e x p e n d i tu re s  of t ime and m oney .
Procedure
♦
The p rocedure  fo l low ed  in the  c o l l e c t io n  of the  d a ta  w a s  s t r a i g h t ­
forward .  The in i t i a l  s t e p  c o n s i s t e d  of mai l ing  a l e t t e r  of e x p la n a t io n  to 
e a c h  IS who had b e en  s e l e c t e d  to p a r t i c ip a te  in the  r e s e a r c h .  A copy  of 
t h i s  l e t t e r  i s  p r e s e n t e d  in Appendix  F.
Two d a y s  a f t e r  the  l e t t e r s  were  m a i le d ,  the  d a ta  c o l l e c t io n  b e g an
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and con t in u ed  over  a  fo u r -d a y  pe r iod .  The Ss met w i th  E, under  s tand ard  
group t e s t i n g  c o n d i t i o n s ,  and  the  ad m in is t ra t io n  of the  four q u e s t io n n a i r e s  
took  a p p ro x im a te ly  one hour of com pany t ime for e a c h  group .  It w a s  n e c ­
e s s a r y  to  e x te n d  th e  d a ta  c o l l e c t io n  over  a period  of s e v e ra l  d a y s  in order  
to  avoid  any  s e r io u s  d i s ru p t io n s  w i th in  any one d epa r tm en t  or w i th in  the  
p lan t  a s  a w h o le .
At the  b eg in n in g  of e a c h  t e s t i n g  s e s s i o n  e a c h  S w a s  g iven  a p a ck e t  
w h ich  c o n ta in e d  one a n s w e r  s h e e t  for e a c h  of the  four  q u e s t io n n a i r e s  ( i . e .  , 
EAQ, SRI, W o n d e r l i c ,  and  A c t iv i t ie s  Q u e s t io n n a i r e ) .  A t tached  to e a c h  
p a c k e t  w a s  a sm a l l  l a b e l  w i th  the  Ss name on i t .  The fol lowing in t ro d u c ­
t ion  and in s t r u c t io n s  were  then  g iven  to the group:
H e l lo ,  my name i s  Joe N ev o t t i .  I 'm a g rad ua te  s tuden t  
at  UNO, and I 'm working on a r e s e a r c h  p ro jec t  which  c o n ce rn s  
the  a t t i t u d e s  w h ich  workers  deve lop  w h i le  on the  jo b ,  a s  w e l l  
a s  worker  a t t i t u d e s  toward  le i su re  a c t i v i t i e s .
Each of you h a s  b een  g iven  a p a c k e t  w hich  c o n ta in s  
four a n sw e r  s h e e t s .  P le a se  t e a r  the  name tag  off your p a c k e t .
This  g u a ra n t e e s  you th a t  the  r e s p o n s e s  w h ich  you make wil l  
be a b s o l u t e ly  c o n f id e n t i a l  and th a t  no one wi l l  know how you 
r e s p o n d e d .
Now open your  p a c k e t ,  remove the  four a n sw e r  s h e e t s  
and exam ine  them .  We wi l l  begin  with the  Employee Attitude 
Q u e s t i o n n a i r e , so  p l e a s e  s e l e c t  the a n s w e r  s h e e t  w hich  has  the 
words Employee Att i tude Q u es t io n n a i re  at  the  to p .
Following t h e s e  i n s t r u c t io n s  the  EAQ w a s  h a n d ed  o u t ,  the  Ss were
d i r e c te d  to  r ea d  the  i n s t r u c t io n s  for t h i s  q u e s t io n n a i r e ,  and to  a s k  any
q u e s t io n s  w h ich  th ey  might have  h a d .  If no q u e s t i o n s  were  a s k e d  the  Ss
w ere  d i r e c te d  to p r o c e e d .  This  procedure  w a s  fo l low ed  for a l l  four q u e s ­
t i o n n a i r e s ,  the  only  e x c e p t io n  being  the  adm in is t r a t io n  of the W onder l ic
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P e rso n n e l  T e s t  for w h ich  the  Ss were  t imed (12 m in u te s ) .
Each  S w a s  led  to b e l i e v e  t h a t  no on e ,  inc lud ing  E_, would  know 
how S. r e s p o n d e d .  In r e a l i t y ,  e a c h  p a c k e t  had b e en  marked w i th  a h idden  
i d e n t i f i c a t i o n  number in o rder  t h a t  e a c h  S_'s r e s p o n s e s  cou ld  be id e n t i f i e d .
This  id e n t i f i c a t io n  w a s  a c c o m p l i s h e d  by c a re fu l ly  opening  one corner  of 
th e  f lap  a t  the  bottom of th e  e n v e lo p e  (P e e r le ss  C la s p  E nve lope ,  No. 90,
9"  x  12" ) ,  p lac ing  the  i d e n t i f i c a t io n  number on the  i n s id e  of the  f l ap ,  and 
r e - s e a l i n g  i t .  This method proved h ig h ly  s u c c e s s f u l  in t h a t  none  of the  
Ss were  aw are  of the  d e c e p t i o n .  It shou ld  be e m p h a s iz e d  t h a t  a l tho u gh  
d e c e p t io n  w a s  c o n s id e r e d  e s s e n t i a l  for ob ta in ing  c a n d id ,  u n b ia s e d  r e s p o n s e s ,  
c o n f id e n t i a l i t y  of the  d a ta  h a s  been  m a in ta in ed .
One u n fo re s e e n  p ro ce d u ra l  d i f f icu l ty  w a s  en co u n te re d :  w hi le  the  
m ajor i ty  of the  Ss were  t e s t e d  a t  the  b e g inn ing  of the i r  sh if t  when  th ey  were  
p h y s i c a l ly  and  p s y c h o lo g ic a l ly  " f re sh ,  " some S_s were  t e s t e d  a t  the  end 
of t h e i r  work d a y .  U n fo r tu n a te ly ,  did not become aware  of t h i s  problem 
u n t i l  i t  w a s  too  l a te  to do any th ing  to c o m p e n sa te  for i t ,  h e n c e  c o n c lu s io n s  
co n ce rn in g  the  e f f e c t s  w h ich  t h i s  error  p roduced  are t e n u o u s .  Future 
r e s e a r c h  w i th  in d u s t r i a l  p o p u la t io n s  shou ld  contro l  for th i s  by a s s u r in g  
t h a t  a l l  S_s a re  e i th e r  j u s t  beg inn ing  or j u s t  end ing  th e i r  work d a y .
CHAPTER III
R esu l ts
All the  h y p o th e s iz e d  r e l a t i o n s h i p s  were  a n a ly z e d  w ith  the  Pea rson  
p roduc t -m o m en t  c o e f f i c i e n t  of c o r r e l a t io n .  In an a t tem pt  to  make more 
m ean ingfu l  i n te r p r e ta t io n s  of the  d a t a ,  tw o  s e t s  of r e s u l t s  were  a n a l y z e d .  
One s e t  c o n s i s t e d  of th o s e  S_s who had  been  on th e i r  jo b s  for 12 m onths  or 
more (N -59) ,  and  the  o ther  s e t  c o n s i s t e d  of th e  en t i re  sam ple  (N=100).
The b re a k - d o w n  of the  d a ta  in to  t h e s e  two s e t s  w a s  done b e c a u s e  i t  w a s  
r e a s o n e d  th a t  Ss who had b een  on the  job for l e s s  than  one y e a r  may no t  
h ave  b e e n  ful ly  a f fe c te d  by a l l  th e  i n t r i n s i c  and  e x t r in s i c  f a c to r s  of the  
work s i t u a t i o n .  The in c lu s io n  of Ss w ith  l e s s  th an  12 months w a s  a 
m e th o d o log ica l  error  made by E_.
An o u t l in e  of the  a n a l y s e s  made and th e i r  co n co m itan t  a s s u m p t io n s  
a re  a s  fo l low s:
(1) Pea rson  p rod uc t -m om en t  i n te r c o r r e la t io n s  were  computed  
among a l l  v a r i a b l e s  for both  d a ta  s e t s .
(2) The f req uency  d i s t r ib u t io n s  of t h o s e  v a r i a b l e s  invo lved  in 
th e  th ree  h y p o t h e s e s  w ere  i n s p e c t e d  to  de te rm ine  if the  a s s u m p t io n s  of 
norm al i ty  and  h o m o s c e d a s t i c i t y  were  m et .
(3) Eta c o e f f i c i e n t s  and F - t e s t s  for n o n - l i n e a r i t y  were  com puted  
to  de te rm ine  if the  a s su m p t io n  of l in e a r i ty  w a s  m et .
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The r e s u l t s  of the  i n t e r c o r r e l a t i o n s / t o g e th e r  with th e i r  m eans  and 
s tand ard  d e v i a t i o n s ,  are  p re s e n te d  in Appendix G.
H y p o th e s i s  I
There i s  a d i r e c t  r e l a t i o n s h ip  be tw een  the  d eg ree  to  which  a 
—. • worker  i s  f r u s t r a t e d  w ith  h is  job and the  e x te n t  to which  he 
p a r t i c i p a t e s  in n o n - jo b  a c t i v i t i e s .
The d a ta  c o n c e rn in g  the r e l a t i o n s h ip  b e tw een  job f ru s t ra t ion  and 
n o n - jo b  a c t iv i ty  do no t  suppor t  the  d i re c t  r e l a t i o n s h ip  p red ic ted  in H ypo­
t h e s i s  I.  The p rod u c t -m o m en t  c o r re la t io n s  b e tw e e n  t h e s e  two v a r i a b l e s  
and th e i r  s u b - c a t e g o r i e s  are  p re s e n te d  in Table I.
T hese  r e s u l t s  c l e a r l y  in d ic a te  t h a t  there  i s  no s t a t i s t i c a l l y  s i g n i f i ­
c an t  r e l a t i o n s h i p  b e tw e e n  job  f ru s t r a t io n  and n o n - jo b  a c t iv i ty  for t h i s  
p o p u l a t i o n .
H y p o th e s i s  II
There i s  a d i r e c t  r e l a t i o n s h i p  be tw ee n  the  e x te n t  to  w hich  an 
employee  p a r t i c i p a t e s  in n o n - jo b  a c t iv i t i e s  and  the  deg ree  to 
w hich  he b e l i e v e s  he c an  in f lu en ce  and con tro l  e v e n t s .
The d a ta  c o l l e c t e d  in c on junc t ion  w ith  H y p o th e s i s  II s u g g e s t  t h a t  
the  d i re c t  r e l a t i o n s h i p  p red ic te d  b e tw e e n  in te rn a l  o r ien ta t io n  and n o n ­
job  a c t i v i t i e s  i s  su p po r ted  beyond  the  .01 le v e l  of c o n f id e n c e .  These  
r e s u l t s  a re  p r e s e n t e d  in Table  II.  It shou ld  be e m p h a s iz e d  th a t  the  I-E 
Sca le  i s  sco red  in the  e x te rn a l  d i r e c t io n ,  h e n c e  the  n e g a t iv e  r e l a t i o n ­
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Total  N on-Job  Act iv i ty - . 5 1 9 * * - . 3 0 0 * *
Home and Community - . 3 1 4 * - . 1 9 1
Union - . 2 7 1 * - . 1 0 7
Soc ia l - . 3 2 4 * - . 1 6 2
Church - . 2 1 4 - . 2 0 0 *
A th le t ic - . 5 5 4 * * - . 2 9 8 * *
Ind iv idua l - . 2 3 1 * - . 1 1 8
* S ign i f ican t  a t  .05 l ev e l  
** S ig n i f ican t  a t  .01 l ev e l
H y p o th e s e s  I l ia  and Hlb
For e m p lo y ee s  w i th  b e lo w  a v e ra g e  in te l l ig e n c e  the re  i s  a 
d i r e c t  r e l a t i o n s h ip  b e tw e e n  job  com plex i ty  and job  f r u s ­
t r a t io n  .
For e m p lo y e e s  with above  a v e rag e  i n t e l l ig e n c e  th e re  i s  an 
in v e r s e  r e l a t i o n s h i p  b e tw e e n  job  com plex i ty  and job f r u s ­
t r a t io n  .
The r e s u l t s  of the  d a ta  con ce rn in g  the  th ird  h y p o t h e s e s  are  p re ­
se n te d  in Table III.  Addi t iona l  d a ta  pe r ta in ing  to t h e s e  h y p o t h e s e s  are  
p r e s e n t e d  in Appendix H. T h ese  r e s u l t s ,  while  in the  p re d ic te d  d i r e c t io n ,  
are  not  s t a t i s t i c a l l y  s ig n i f ic a n t ;  h e n ce  H y p o th e se s  I l ia  and I l lb  are  not
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c o n f i r m e d .
TABLE III
CORRELATIONS BETWEEN JOB COMPLEXITY AND JOB FRUSTRATION 
FOR Ss WITH ABOVE AVERAGE INTELLIGENCE (N=2 5) AND 
Ss WITH BELOW AVERAGE INTELLIGENCE (N=34)
Total  Job M otivator Hygiene
Frus tra t ion Frus tra t ion Fru s t ra t ion
Above Below Above Below Above Below
A vg . Avg . A vg . A vg . A vg . Avg .
Total  Job C om ­
p lex i ty - . 1 8 9 .108 - . 2 4 5 .066 - . 0 7 5 . 149
Skil l - . 2 4 6 .024 - . 2  88 - . 0 4 5 - . 1 3 9 . 114
Varie ty - . 2 1 4 .094 - . 2 6 0 .063 - .  108 . 122
Autonomy - . 3 4 4 .132 - . 4 7 5 * .095 - . 0 9 9 . 162
*Sign if ican t  a t  .05 l e v e l .
A fa c to r ia l  b reak do w n  of the  r e s u l t s  ob ta in ed  from the EAQ for a l l  
Ss who had  b e e n  on th e i r  job s  for 12 months or more (N=59) i s  p re s e n te d  
in Table  IV. For com p a ra t iv e  p u r p o s e s ,  the  r e s u l t s  ob ta in ed  in the  
or ig ina l  EAQ s tudy  (Nevott i  e t  a l .  , 1969) are  a l s o  p re s e n te d  in t h i s  t ab le  
(N=20).
T h ese  12 f a c to r s  r e p r e s e n t  the  12 s u b - c a t e g o r i e s  of the  EAQ, and 
are v a r i a b le s  w h ich  Herzberg  e t  a l .  (1959) d e d u ce d  (via con ten t  a n a ly s i s )  
a s  r e s p o n s i b l e  for promoting f e e l in g s  of job  s a t i s f a c t i o n  and job d i s ­
s a t i s f a c t i o n .  This a n a l y s i s  w a s  performed in an a t tem pt  to de te rm ine
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the  d eg re e  to  w h ic h  e a c h  of t h e s e  f a c to r s  w a s  a so u rc e  of f ru s t ra t io n  for 
th e  e m p lo y e e s  of the  sp o n s o r in g  o r g a n iz a t io n .  It sh ou ld  be  e m p h a s iz e d  
t h a t  the  h igher  the  a v e ra g e  v a lu e  of a g iven  f a c to r  the  more t h a t  fac to r  
w a s  c o n s id e r e d  to be a so u rc e  of f ru s t r a t io n .
TABLE IV
FACTORIAL BREAKDOWN OF RESULTS OBTAINED FROM 
EMPLOYEE ATTITUDE QUESTIONNAIRE
CO
N=59 N=20Factor  — —-----------------------------1—  — —--------------------------------
X S .D .  Rank X S . D .  Rank
i~4
O Recogni t ion 9 .  12 5 .3 6 3 6 .8 0 5 .6 0 3
4—>
u In te r e s t in g  Job 6 .4 8 4 .6 2 8 4 . 6 0 5 .1 4 8
f d
Pm Opportun i ty
Smo for Growth 8 .7 8 5 .6 5 4 7 . 0 0 6 .0 4 2
-Mto R e sp o n s ib i l i ty 7 .0 3 5 .2 6 7 5 .9 5 5 .4 1 6
K* 
•r—1
4—5 C h a l len g e 7 .8 5 4 .5 2 5 6 .2 0 5 .2 4 5o
£
Achievement 9 .9 0 5 .  15 2 9 . 0 0 5 .0 4 1
co
o
Working  C o n ­
d i t io n s 10. 14 4 .5 2 1 5 .00 3 .9 6 7
4-4
u C o -w o rk e rs 5 .8 6 4 .7 6 10 3 .8 5 3 .5 6 10fd
P-. S uperv is ion 6 .1 2 4 .9 2 9 6 .3 5 6 .2 9 4




Company Policy 7 .3 6 4 .5 3 6 3 .9 0 3 .52 9
o Securi ty 4 . 6 1 3 . 7 0 12 2 .9 5 3 .2 0 11
The rank  of a g iven  f a c to r  r e p r e s e n t s ,  a t  an ord ina l  l e v e l ,  the 
d eg ree  to w hich  th a t  f a c to r  i s  a sou rce  of f ru s t r a t io n  r e l a t iv e  to the  o ther  
f a c t o r s .  It i s  i n t e r e s t i n g  to note  th a t ,  in both  the  p r e s e n t  s tudy  and the
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e a r l i e r  s tu d y  u s in g  the  EAQ (Nevott i  e t  a l .  , 1969), s ix  of the  e igh t  m ost  
f ru s t r a t in g  f a c to r s  are  m otiva to r  f a c t o r s .  This  co r ro b o ra te s  r e s e a r c h  
c o n d u c te d  by Herzberg  (1969) w hich  s t ro n g ly  s u g g e s t s  th a t  th e  ty p ic a l  
i n d u s t r i a l  o rg a n iz a t io n  i s  far  more c o n c e rn e d  w i th  the  c o n te x t  of an  e m p lo y e e ' s  
jo b  th an  w i th  the  c o n te n t  of a jo b .  Fur therm ore ,  t h i s  r e p r e s e n t s  em pir ica l  
suppor t  for the  c o n s t r u c t  v a l id i ty  of the  EAQ.
CHAPTER IV
In te rp re ta t ion  of R esu l ts
D i s c u s s io n
The f i r s t  h y p o t h e s i s  p red ic te d  th a t  w orke rs  w h o s e  jobs  f ru s t r a t e d  
th e i r  m otiva to r  and h y g ien e  n e e d s  would  r e a c t  by p a r t i c ip a t in g  in n o n - jo b  
a c t i v i t i e s  in order  to  ob ta in  t h e s e  f a c t o r s .  H ow ever ,  no support  w a s
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o b ta in ed  for t h i s  h y p o t h e s i s .  P a r t ic ip a t io n  in n o n - jo b  a c t iv i t i e s  d o e s  not  
a p p ea r  to  be s ig n i f i c a n t ly  r e la te d  to e i th e r  m otiva tor  f ru s t r a t io n ,  h yg iene  
f ru s t r a t io n ,  or to ta l  job  f ru s t r a t io n .  Not on ly  w ere  the i n v e s t i g a t o r ' s  
e x p e c ta t i o n s  not confi rm ed;  but a l s o ,  p rev io u s  r e s e a r c h  (S trauss  and 
S a y l e s ,  1952; D e a n ,  1954; Form and D a n s r e a u ,  1957; and  Tannenbaum 
and Kahn, 195 8) w a s  not  co r ro b o ra ted .
There are  th re e  s a l i e n t  e x p la n a t io n s  for the  r e j e c t io n  of H y p o th e s i s  
I,  one of w h ich  c o n c e rn s  the  manner  in w hich  job  f ru s t ra t ion  w a s  m e a s u r e d ,  
ano the r  p e r t a in s  to  th e  form or q u a l i t a t iv e  n a tu re  of th e  Ss '  r e a c t io n  to 
f ru s t r a t io n ,  and the  th ird  c o n c e rn s  the  b a s i c  na tu re  of the  h y p o th e s iz e d  
r e l a t i o n s h i p .
In so fa r  a s  the  method of m easu r ing  job  f ru s t ra t ion  is  c o n c e rn e d ,  th e  
r e s u l t s  of the  p r e s e n t  s tudy  s u g g e s t  t h a t  the  in s t rum en t  u se d  for t h i s  p u r ­
p o se  ( i . e .  , the  EAQ) had  no p red ic t iv e  v a l i d i ty .  W hile  a s ig n i f ic a n t  (p <  .01)
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c u rv i l in e a r  r e l a t i o n s h i p  w a s  found b e tw ee n  to ta l  job f ru s t r a t io n  and  a b s e n ­
t e e i s m , know ledge  of a S_'s s c o re  on the EAQ would  no t  e n a b le  one  to  make 
a c c u r a t e  p re d ic t io n s  a b o u t  th a t  S.'s a b s e n t e e i s m  ra t e  ( i . e .  , "m ora le" ) .  
W ith o u t  p re d ic t iv e  v a l id i ty  i t  i s  not  sa fe  to a s s u m e  th a t  the  EAQ d o e s  in 
f a c t  m ea su re  w ha t  it  pu rpor ts  to  m easu re  ( i . e .  , f ru s t ra t io n  w i th  o n e ' s  job);  
h e n c e ,  n o n -c o n f i rm a t io n  may be  the  r e s u l t  of a f a u l ty  in s t ru m e n t .
The r e s u l t s  of th e  p r e s e n t  s tu d y  s ta n d  in d i r e c t  c o n t r a s t  to  th e  r e ­
s u l t s  from a p rev ious  s tu d y  (Nevott i  e t  a l .  , 1969) w he re in  the  EAQ w as  
found to  be  a v a l id  p re d ic to r  of a b s e n t e e i s m  (r = + . 5 0 1 ,  p <1.05) .  How - 
e v e r ,  due to  the  fa c t  t h a t  the  p r e s e n t  s tudy  u se d  a la rg e r  sam p le  and  o b ­
ta in e d  much b e t t e r  r e l i a b i l i t y  c o e f f i c i e n t s  for  both  s e c t i o n s  of t h i s  i n s t r u ­
m ent ,  it  a p p e a r s  r e a s o n a b l e  to  a s s u m e  th a t  the  r e s u l t s  o b ta in e d  in the  
p r e s e n t  s tu d y  are  more in d ic a t iv e  of the  q u a l i ty  of the EAQ.
W h i le  no suppor t  w a s  o b ta in e d  for the  p r e d i c t i v e  v a l id i ty  of the  EAQ, 
s e v e r a l  r e s u l t s  i n d ic a t e  t h i s  in s t ru m en t  i s  not  to t a l ly  l a c k in g  in u t i l i ty .  
F i r s t ,  the  EAQ h a s  good c o n s t r u c t  and co n ten t  v a l i d i t y .  The 12 fac to rs  
r e p r e s e n t e d  in t h i s  in s t ru m en t  were  d e d u c e d  by Herzberg  e t  a l .  (1959) a s  
r e s p o n s i b l e  for promoting f e e l in g s  of job s a t i s f a c t i o n  and  job d i s s a t i s ­
f a c t io n .  Furthermore ,  t h e s e  12 v a r i a b l e s  are  e q u a l ly  r e p r e s e n te d  ( i . e . ,  
e a c h  f a c to r  i s  r e p e a t e d  f ive  t i m e s ,  and there  are  30 i tem s  d e a l in g  with  
m o tiva to r  f a c to r s  and  30 i tem s  pe r ta in ing  to hyg iene  f a c t o r s ) .  Second ,  the  
f a c to r ia l  b reakdow n  of the  EAQ (see  Table  IV) i n d i c a t e s  th a t  s ix  of the e ig h t  
m ost  f ru s t ra t in g  f a c to r s  a re  m otiva tor  f a c to r s .  This  su p p o r t s  e v id e n c e  
c o l l e c t e d  by Herzberg  (1966, 1968, 1969) w h ich  s u g g e s t s  th a t  the  ty p ic a l
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i n d u s t r i a l  o rg a n iz a t io n  i s  far  more c o n c e rn e d  with  the  c o n te x t  of a job  
th an  w i th  job c o n te n t .  F in a l ly ,  the  high r e l i a b i l i t y  c o e f f i c i e n t s  o b ta in e d  
in th e  p r e s e n t  s tu d y  ( i . e .  , + .945 for the  m otiva to r  f a c t o r s ,  and  + .849 
for the  hyg ien e  fac to rs )  s u g g e s t s  the  EAQ i s  m easur ing  som eth ing  in a 
r e l i a b l e  m an ne r ,  e v en  though  th a t  " so m e th ing "  i s  not  a b s e n t e e i s m .  H e n c e ,  
i t  a p p e a r s  p o s s i b l e  th a t  the  l a c k  of p red ic t iv e  v a l id i ty  in d ic a t e d  by the  
p r e s e n t  r e s e a r c h  may be an a r t i f a c t  of e i th e r  the  c r i t e r io n ,  the  p o p u la t io n ,  
or b o th .
In sum m ary ,  one p o s s ib l e  r e a s o n  why the  f i r s t  h y p o th e s i s  w a s  r e ­
j e c t e d  i s  t h a t  the  EAQ i s  not  a v a l id  in s t ru m e n t .  How ever ,  due to  th e  
c o n t r a d ic to ry  na tu re  of the  r e s u l t s  o b ta in ed  from the  EAQ, it  a p p e a r s  
p o s s ib l e  t h a t  the  l a c k  of v a l i d i ty  of t h i s  in s t ru m en t  may be an a r t i f a c t  of 
th e  c r i t e r i o n ,  the  p o p u la t io n ,  or b o th .  C e r t a in ly ,  a d d i t io n a l  r e s e a r c h  u s in g  
o th e r  c r i t e r i a  ( e . g . ,  p ro d u c t iv i ty ,  q u a l i t y ,  sup e rv i so ry  r a t in g s )  i s  n e e d e d .
A s e c o n d  c o g e n t  e x p la n a t io n  for the  r e j e c t io n  of H y p o th e s i s  I h a s  
to  do  w ith  the  q u a l i t a t iv e  n a tu re  of the  Ss* r e s p o n s e s  to  f r u s t r a t io n .  The 
f i r s t  h y p o t h e s i s  may h a v e  b een  r e j e c t e d  b e c a u s e  the  a c t i v i t i e s  in w h ich  the  
Ss e n g a g e d  to  r e l i e v e  the i r  f ru s t r a t io n  were  not  m easu red  by  the  A c t iv i t ie s  
Q u e s t i o n n a i r e . It should  be no ted  t h a t  t h i s  in s t rum en t  m e a su re d  s ix  
p o s s ib l e  t y p e s  of n o n - jo b  a c t i v i t y .  H ow ev e r ,  s e v e ra l  impor tan t  a r e a s  of 
a c t iv i t y  su c h  a s  p a r t i c ip a t io n  in informal work groups, s o c i a l i z i n g  a t  b a r s ,  
o n - jo b  re t i rement ,  f a n t a s y , w i th d r a w a l ,  and p a s s i v e l y  w a tch ing  t e l e v i s i o n  
during l e i s u r e  t ime were  n o t  m e a s u r e d .  No a t tem pt  w a s  made to  m easu re  
t h e s e  a r e a s  b e c a u s e  i t  w a s  b e l i e v e d  th a t  th ey  could  not be a c c u r a t e l y
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m easu red  w ith  a p a p e r - a n d - p e n c i l  type  q u e s t io n n a i r e .  Fur thermore ,  it  i s  
q u e s t io n a b le  i f  any  of t h e s e  v a r i a b le s  cou ld  be m easu red  in any  m anner ,  
w i th  the  p o s s ib l e  e x c e p t io n  of E_ in f i l t ra t ing  the  o rg an iz a t io n  and ga in ing  
th e  a c c e p t a n c e  of the  S_s — a method w h ich  w a s  t o ta l ly  im p ra c t i c a l .
In sum m ary ,  a s e c o n d  p o s s ib l e  e x p la n a t io n  for the  r e j e c t io n  of 
H y p o th e s i s  I i s  t h a t  t h o s e  n o n - jo b  a c t i v i t i e s  in w hich  the  Sjs engaged  
were  not  m e a s u r e d .
A th ird  p o s s i b l e  e x p la n a t io n  for the  r e j e c t io n  of H y p o th e s i s  I i s  
t h a t ,  while  bo th  in s t ru m e n ts  may have b e en  r e l a t i v e ly  v a l id  and r e l i a b l e ,  
the  h y p o th e s i s  i s  s im p ly  not  t ru e .  From a lo g ic a l  s ta n d p o in t  h o w e v e r , th is  
i s  a w eak  a rg u m en t .  It h a s  b e e n  em p ir ica l ly  v e r i f i ed  th a t  jo bs  s im ila r  to 
the  major i ty  of th o s e  e n c o u n te re d  in the  p re s e n t  r e s e a r c h  ( i . e .  , p roduct ion  
l ine)  are  boring for the  m ajo r i ty  of workers  (Argyris, 1957). Perce iv ing  
su ch  a bo r ing ,  m onotonous  job  a s  thw art ing  e i th e r  h is  m otiva to r  a n d /o r  
hygiene  n e e d s ,  the  em p lo y ee  w ou ld ,  in a l l  but  the  m ost  so c io p a th ic  c a s e s ,  
a t tem pt  to do som eth ing  a bou t  t h i s  f ru s t ra t ion  e i th e r  d i r e c t ly  ( e . g .  , c h a n ­
ging the c o n te n t  of h i s  work) or in d i r e c t ly  ( e . g .  , p a r t i c ip a t in g  in n o n - jo b  
a c t i v i t i e s ) .  T h e re fo re ,  t h i s  th ird  exp la n a t io n  a p p e a r s  u n t e n a b le .
The d i r e c t  r e l a t i o n s h i p  h y p o th e s iz e d  b e tw ee n  in te rn a l  o r ien ta t ion  and 
p a r t i c ip a t io n  in n o n - jo b  a c t i v i t i e s  w a s  s t rong ly  suppor ted  (p << .0 1 ) .
This  f inding i s  s i g n i f i c a n t  in  seve ra l  r e s p e c t s .  F i r s t ,  i t  co rrobora te s  
r e s e a r c h  c o n d u c ted  by o the r  in v e s t ig a to r s  (Gore and Rotter ,  1963; Seem an ,  
v 1964; S t r ick lan d ,  1965) w h e re in  it  w a s  found th a t  in d iv id u a ls  who b e l ie v e  
th ey  have  in f lu e n c e  or  co n tro l  over  e v e n t s  ( in te rna l ly  o r ien ted)  are  more
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l ik e ly  to  t a k e  s o c ia l  a c t io n  ( i . e . ,  i n i t i a t e  over t  a c t s )  than  are  in d iv id u a ls  
who b e l i e v e  t h a t  w ha t  h a p p e n s  to  them i s  a func t ion  of lu c k ,  f a t e ,o r  the  
m an ip u la t io n  of o thers  ( ex te rn a l ly  o r i e n te d ) .  S econd ,  in s o fa r  a s  th e  future 
u t i l i t y  of both the  In te rn a l -E x te rn a l  O r ien ta t io n  Theory and s c a l e  are  c o n ­
c e r n e d ,  the  p r e s e n t  s tu d y  s u g g e s t s  t h a t  t h i s  c o n c e p t  is  g e n e r a l i z a b l e  to 
i n d u s t r i a l  p o p u la t i o n s .  F in a l ly ,  t o  th e  d eg ree  th a t  l e a d e r s h ip  i s  a func t ion  
of the  in i t i a t i o n  of overt  a c t s  (Sherif and Sherif ,  1969, page  170; H a lp in  and 
W in e r ,  1957; Blake and M outon ,  1964) the  I-E Sca le  may prove u se fu l  in 
p red ic t in g  l e a d e r s h ip  a b i l i t y .  This i s ,  of c o u r s e ,  an  h y p o t h e s i s  w h ich  
shou ld  be e x p e r im e n ta l ly  v e r i f i e d .
One r a th e r  i n t e r e s t i n g  r e l a t i o n s h i p  emerged from the  in te r c o r re la t io n s  
com puted  among the  v a r i a b l e s ;  n a m e ly ,  the  s ig n i f ic a n t  c o r re la t io n  (r= + .2 9 4 ,  
p < . .05)  b e tw e e n  the  I-E Sca le  and  the  EAQ. This  r e l a t i o n s h i p  s u g g e s t s  th a t  
the  g re a te r  an i n d iv i d u a l ' s  e x te r n a l  o r i e n ta t io n ,  the  more he  w i l l  i n d ic a te  
f ru s t r a t io n  w i th  h i s  jo b .  This  f ind ing  may be e x p la in e d  in te rm s of the 
I n t e rn a l -E x te rn a l  O r ie n ta t io n  Theory; th a t  i s ,  when an e x te rn a l ly  o r ien ted  
p e rso n  e n c o u n te r s  a f ru s t ra t in g  work s i t u a t i o n ,  he w i l l  b lam e h is  f ru s t r a t io n  
on e x te rn a l  f a c to r s  ( i . e .  , h i s  job) w h e r e a s  the  in te rn a l ly  o r ien ted  pe rson  
w i l l  t en d  to b lam e h is  f ru s t r a t io n  on in te rn a l  f a c t o r s .  In sh o r t ,  the  e x ­
t e r n a l ly  o r ien ted  p e rson  would  p robab ly  have  a g r e a t e r  t e n d e n c y  to  e x p re s s  
h i s  f ru s t ra t io n  with  h i s  job  by s t a t i n g ,  "This job  is  f r u s t r a t i n g ,  and i s  not  
s u i te d  for m e . "  The in te r n a l ly  o r ien ted  p e r s o n ,  ho w e v e r ,  would  probably  
s a y  "This job  i s  f ru s t r a t in g ,  I am not  su i t ed  for i t .  " It sh ou ld  be e m p h a ­
s i z e d ,  h o w e v e r ,  th a t  t h i s  e x p la n a t io n  i s  h y p o th e t i c a l  and shou ld  be
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e x p e r im e n ta l ly  v e r i f i e d .
The th ird  h y p o th e s i s  a t t e m p te d  to  a s c e r t a i n  the  i n t e r - r e l a t i o n s h i p  
among i n t e l l i g e n c e ,  job  c o m p lex i ty ,  and  em ployee  s a t i s f a c t i o n - d i s s a t i s f a c t i o n .  
Much r e s e a r c h  h a s  fo c u s e d  on t h i s  a r e a ,  but  few  s tu d ie s  have  looked  a t  
the  jo in t  e f f e c t s  of t h e s e  th ree  v a r i a b l e s ,  and  no  one h a s  ex am ined  t h e s e  
i n te r a c t io n s  in the  l ig h t  of H e r z b e r g ' s  th e o ry .
This  i n v e s t i g a t o r  p re d ic te d  t h a t  Ss with  be low av e rag e  in t e l l i g e n c e  
would  becom e more f ru s t r a t e d  a s  th e i r  work i n c r e a s e d  in c om p lex i ty  a s  
t h e s e  Ss would  no t  be ab le  to  cope  w i th  the i n c r e a s e d  am b ig u i ty ,  p r e s s u r e  
and  perform ance  requ ired  by more com plex  j o b s .  C o n v e r s e ly ,  it  w a s  p r e ­
d ic t e d  th a t  Ss w i th  above  a v e rag e  i n t e l l i g e n c e  would  be l e s s  f ru s t r a t e d  a s  
th e i r  work i n c r e a s e d  in co m p lex i ty ,  b e c a u s e  t h e y  would p e rc e iv e  the  i n ­
c r e a s e d  p r e s s u r e  c o n co m ita n t  w i th  a more com plex  job a s  be ing  c h a l l e n g in g .  
H ow ever ,  the  r e s u l t s  of both  H y p o th e s e s  I l ia  and I l lb ,  a l though  in the  
p re d ic te d  d i r e c t io n ,  w ere  s t a t i s t i c a l l y  i n s i g n i f i c a n t .
There a p p e a r  to be two p o s s ib l e  e x p la n a t io n s  for the  r e j e c t i o n  of t h e s e  
h y p o t h e s e s ,  one of w h ic h  c o n c e rn s  the  manner  in w hich  job f ru s t ra t io n  w as  
m e a s u r e d ,  and  the  o ther  p e r ta in s  to b a s i c  d i f f e r e n c e s  w hich  e x i s t e d  b e tw een  
the  two g r o u p s .
A thorough  d i s c u s s i o n  h a s  b e en  p r e s e n te d  w i th  r e s p e c t  to  the  w e a k ­
n e s s e s  inh e re n t  in the  in s t ru m en t  u s e d  to  a s s e s s  job f ru s t ra t io n  ( i . e .  ,
EAQ). It a p p e a r s  to  be qu i te  p o s s ib l e  t h a t  H y p o th e s e s  I l ia  and  I l lb  w ere  
r e j e c t e d  b e c a u s e  the  EAQ w as  in v a l id .  H ow ever ,  t h i s  i s  a t e n u o u s  a r g u ­
ment  w h ich  shou ld  n o t  be a c c e p t e d  or r e j e c t e d  u n t i l  fur ther  r e s e a r c h  on the
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v a l id i ty  of the  EAQ h a s  b e e n  c o n d u c te d .
One v e ry  p l a u s ib l e  e x p la n a t io n  for th e  r e j e c t i o n  of H y p o th e s i s  I l ia  
i s  t h a t  the  j o b s  a t  w h ich  the  be low  a v e rage  Ss worked  w ere  not  com plex  
enough to p roduce  f e e l in g s  of in a d e q u a c y  and f r u s t r a t io n .  In d e e d ,  the  
av e rag e  com p lex i ty  sco re  for th e  be low  av e rag e  group (see  Appendix H) w a s  
15 .3 5  ( S . D . =3. 32) com pared  w i th  an av e rag e  co m p lex i ty  sco re  of 1 5 .0 0  
( S . D . =3.  16) for the  above  a v e ra g e  g roup .  (Note : job  com plex i ty  s c o r e s  
could  range  from 5 to  2 5 . )  The f a c t  th a t  the  a v e ra g e  com plex i ty  s c o re s  
for the  two g roups  were  a p p ro x im a te ly  e q u iv a le n t  to  the  median  of p o s s ib l e  
com p lex i ty  s c o r e s  s u g g e s t s  th a t  none  of the  jo b s  w e re .v e ry  com plex  or 
c h a l le n g in g ;  h e n c e ,  the  be lo w  ave rag e  i n t e l l i g e n c e  group may not  have  
p e rc e iv e d  th e i r  work a s  am biguous  or p r e s s u r in g ,  and would no t  fee l  
f r u s t r a t e d .
The a s s u m p t io n  th a t  none  of the  jobs  were  v e ry  com plex  or c h a l l e n ­
g ing  i s  suppor ted  by a co m p a r iso n  of the  len g th  of ten u re  for the  two 
g ro u p s .  The .Ss in the be low  a v e rag e  group had  b e en  on th e i r  j o b s ,  on 
the  a v e r a g e ,  for 14 .4  months  longer  than  the above  a v e rag e  group .  This  
i n d i c a t e s  t h a t  the  b r igh te r  Ss had a h igher  tu rn -o v e r  r a te  th an  did the  
d u l le r  S s . T h is ,  in  tu rn ,  s u g g e s t s  th a t  ra the r  than  put  up w ith  a job of 
l im i ted  c h a l le n g e  and c o m p lex i ty ,  em p lo yees  who are  above  a v e rag e  in 
in te l l i g e n c e  are  more l ik e ly  to  qui t  such  job s  th an  are  e m p lo y e e s  with
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be low  a v e rage  i n t e l l i g e n c e .  Hence  i t  a p p ea rs  p o s s ib l e  t h a t  H y p o th e s i s  
I l lb  w as  r e j e c t e d  due  to the f a c t  t h a t  the  r e s t r i c t i o n  of th e  range  of tenure  
for  the  above a v e rag e  i n t e l l i g e n c e  Ss produced  an  a t t e n u a t io n  of the
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f ru s t r a t io n  s c o r e s  for t h i s  g roup .
An e x am in a t io n  of the  f a c to r ia l  b reakdown of the  r e s u l t s  of the  EAQ 
( se e  Table  'IV), w i th  p a r t i c u la r  e m p h a s i s  on the  r a n k - o r d e r  of the  d i s ­
c r e p a n c y  s c o r e s ,  y i e l d s  suppor t  for both  H e rz b e rg 's  theo ry  and the  v a l id i ty  
of th e  EAQ. One w i l l  no te  th a t  in  both  the  p r e s e n t  r e s e a r c h  (N=59) and 
in p re v io u s  r e s e a r c h  (N=20) the  m otiva tor  or job c o n te n t  f a c to r s  accoun t  
for  s ix  of the  f i r s t  e ig h t  rank s ;  th a t  i s ,  the  m otiva to r  f a c to r s  have  h igher  
a v e r a g e  d i s c r e p a n c y  s c o r e s  than  do the  hyg iene  f a c t o r s .  This i n d i c a t e s  
th a t  th e  c o n te x tu a l  f a c to r s  of the  job are  r e l a t iv e ly  w e l l  t a k e n  c a re  of 
a s  far  as  the  Ss in t h e s e  two s tu d ie s  are  c o n c e rn e d ,  bu t  t h a t  the  job c o n ­
t e n t  f a c to r s  leave  som eth ing  to be  d e s i r e d .  In o the r  w o rd s ,  t h e s e  r e s u l t s  
i n d i c a t e  th a t  th e s e  Ss are  not  d i s s a t i s f i e d  w ith  the i r  w ork ,  but  n e i th e r  are  
t h e y  s a t i s f i e d .  These  r e s u l t s  suppor t  r e s e a r c h  c o n d u c te d  by Herzberg 
(1968, 1969) in d ic a t in g  th a t  in d u s t r ia l  o rg a n iz a t io n s  are  ty p ic a l l y  more 
c o n c e rn e d  with  job c o n te x t  than  with job  c o n te n t .  In so fa r  a s  the  im p l i c a ­
t i o n s  for th i s  f inding are  c o n c e rn e d ,  Herzberg e t  a l .  (1969) h a v e  e m p i r i ­
c a l l y  d e m o n s t ra te d  th a t  o r g a n iz a t io n a l  e f f i c ie n c y  c an  be  s ig n i f ic a n t ly  
improved w hen  the  c o n te n t  of a g iven  job  i s  q u a l i t a t iv e ly  improved .
Summary and C o n c lu s io n s
The purpose  of t h i s  t h e s i s ,  in add i t ion  to  the  p u rp o se s  s t a te d  in 
C h a p te r  I ,  h a s  been  to  exam ine  worker  a t t i tu d e s  and b e h a v io r  in an  e x p lo r a ­
to r y ,  e c l e c t i c  m anner .  It w a s  the  in ten t ion  of the  i n v e s t i g a t o r  to  provide 
a d d i t i o n a l  in si gin: into  the  ro le s  w h ich  ce r ta in  p e r s o n a l i ty ,  en v i ro n m en ta l ,
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and  i n t e l l e c t u a l  f a c to r s  p l a y  in shap ing  employee  a t t i t u d e s  and  b e h a v io r .  
W h i le  c o r r e l a t io n a l  r e s e a r c h  i s  t y p ic a l l y  "w eak"  from th e  ex p er im e n ta l  
d e s i g n  po in t  of v i e w ,  it  i s  p o s s i b l e  to  d raw s e v e ra l  c o n c lu s io n s  from t h e s e  
d a t a .
F i r s t ,  w h i le  no suppor t  w a s  found for th e  d i r e c t  r e l a t i o n s h i p  h y p o th e ­
s i z e d  b e tw e e n  n o n - jo b  a c t i v i t i e s  and job  f ru s t r a t io n ,  i t  i s  no t  s a fe  to  
r e j e c t  t h i s  h y p o t h e s i s .  One v a r i a b le  w h ich  may have  in te rv en e d  to  c a u s e  
the  r e j e c t i o n  of H y p o th e s i s  I is  the  in v a l id i t y  of the  in s t ru m e n ts  u s e d  to 
m e a su re  n o n - j o b  a c t iv i t y  and job  f ru s t r a t io n  ( i . e .  , A c t iv i t ie s  Q u e s t io n n a i re  
and  EAQ). It  i s  a l s o  p o s s ib l e  t h a t  H e r z b e r g ' s  theory  of job  s a t i s f a c t i o n  
and  job  d i s s a t i s f a c t i o n  i s  e r ro neou s ;  h o w ev er ,  the  p le tho ra  of l i t e ra tu re  
w h ic h  e x i s t s  in t h i s  a re a  ( see  H e rzb e rg ,  1966; W ins low  and W h i s e t t ,  1967) 
su p p o r t s  the  M o t iv a to r -H y g ie n e  Theory .  Before any firm c o n c l u s i o n s  can  
be  made with  r e s p e c t  to  H y p o th e s i s  I,  more de f in i t iv e  r e s e a r c h  on the  
v a l i d i t y  of the  EAQ i s  n e e d e d .
Seco n d ,  the  r e s u l t s  o b ta in e d  in co n ju n c t io n  with the  d i r e c t  r e l a t i o n -  
s h i p  h y p o t h e s iz e d  b e tw e e n  in te rn a l  o r ie n ta t io n  and n o n - jo b  a c t iv i t y  were  
h ig h ly  s i g n i f i c a n t ,  and s u g g e s t  t h a t  t h i s  theo ry  is  a p p l i c a b l e  to  in d u s t r i a l  
p o p u l a t i o n s .  Furthermore ,  a s  s e v e ra l  i n v e s t ig a to r s  (Halpin and  W in e r ,  1957; 
Blake and M outon ,  1964; Sherif  and Sher i f ,  1969) have  found th a t  in i t i a t io n  
of ove r t  b e h a v io r  i s  a v e ry  importan t  a s p e c t  of e f fec t iv e  l e a d e r s h ip ,  th e  
I -E  Sca le  may prove to  be  a u s e f u l  m anagem en t  tool  for the  p red ic t io n  of 
l e a d e r s h ip  p o te n t i a l .  Addi t iona l  r e s e a r c h  in th i s  a re a  i s  n e e d e d .
Third ,  the  r e s u l t s  o b ta in ed  in c o n ju n c t io n  with  H y p o th e s e s  I l ia  and
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I l lb ,  w h i le  in th e  p re d ic te d  d i r e c t i o n s ,  were  s t a t i s t i c a l l y  i n s i g n i f i c a n t .  
H ow ever ,  a s  w a s  th e  c a s e  w i th  H y p o th e s i s  I ,  i t  i s  no t  sa fe  to  r e j e c t  t h e s e  
h y p o t h e s e s  w i th o u t  con d u c t in g  a d d i t io n a l  r e s e a r c h  on the  v a l id i ty  of the  
EAQ. Fur therm ore ,  the  d a ta  s t rong ly  s u g g e s t s  t h a t  the r e j e c t io n  of 
H y p o th e s e s  I l ia  and I l lb  w a s  due to  th e  f a c t  t h a t  th e  jo b s  were  no t  com plex  
and a r e s t r i c t i o n  of the  range  of t e n u r e .  Addi t iona l  r e s e a r c h  shou ld  be 
c o n d u c ted  in an  i n d u s t r i a l  o rg a n iz a t io n  w h ich  h a s  jo b s  w h ich  run the  
gamut of c o m p lex i ty  (as m ea su re d  by the  Tob C om plex i ty  I n d e x ) . A lso ,  
su c h  r e s e a r c h  shou ld  be c o n d u c te d  over  a period  of t ime to  de te rm ine  if 
r e s t r i c t i o n  of range  w a s  in f a c t  o c cu r r in g .
S u g g e s t io n s  for Future R e se a rch
The r e s u l t s  of  t h i s  i n v e s t i g a t i o n ,  a l th o ug h  a m b ig uo u s ,  a re  i n t e r e s t i n g  
and s u g g e s t  s e v e r a l  r e s e a r c h  p o s s i b i l i t i e s .  The m ost  p r e s s in g  n eed  i s  
to  c o n d u c t  more work on the EAQ. W hile  the  r e s u l t s  of t h i s  i n v e s t i g a t i o n  
s u g g e s t  t h a t  th e  p re d ic t iv e  v a l id i ty  of t h i s  in s t ru m en t  i s  p ra c t i c a l l y  z e ro ,  
the  r e s u l t s  of the  f a c to r ia l  b reakdown (Table IV) a s  w e l l  a s  the  high 
r e l i a b i l i t y  c o e f f i c i e n t s  o b ta in e d ,  s u g g e s t  t h a t  t h i s  may be a fun c t io n  of 
the  c r i t e r io n  ( i . e . ,  a b s e n t e e i s m )  a n d / o r  th e  popu la t ion  u s e d  in th is  s t u d y .  
Further  r e s e a r c h  sho u ld  be c o n d u c te d  u s in g  o th e r  i n d i c e s  of job f ru s t r a t io n  
su c h  a s  p ro d u c t iv i ty ,  q u a l i t y ,  w a s t e ,  t u r n - o v e r ,  su p e rv i so ry  r a t i n g s , e t c .  
U n fo r tu n a te ly ,  t h e s e  m e a s u r e s  w ere  u n o b ta in a b le  for  t h i s  p o p u la t io n ,  and 
are  se ldom  kep t  by in d u s t r i a l  o r g a n i z a t i o n s .
Another p o s s i b i l i t y  w h ich  p r e s e n t s  i t s e l f  in r e l a t i o n  to  the  m ea su re m e n t
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of job  a t t i tu d e s  (a la  H e rz b e rg ' s  M o t iv a to r -H y g ien e  Theory) i s  to  u se  
some un o b t ru s iv e  t e c h n iq u e  o ther  than  a d i r e c t  p a p e r - a n d - p e n c i l  q u e s ­
t io n n a i r e .  In d e e d ,  a s s e s s i n g  a t t i tu d e s  in the  manner  u s e d  by th i s  
i n v e s t i g a to r  ( i . e .  , EAQ) i s  na iv e  on a t  l e a s t  two c o u n t s .  F i rs t  of a l l ,  
s u c h  m e a s u re s  are  h igh ly  s u s c e p t ib l e  to  ly in g ,  f ak in g ,  th e  "Hawthorne 
E ffec t ,  " and o ther  d i s t o r t i o n s .  Second ,  it  i s  not  r e a l i s t i c  to  a s s u m e  th a t  
one c an  a d e q u a te ly  m easu re  an in d iv id u a l ' s  a t t i t u d e s  by u s in g  j u s t  one 
in s t rum en t ;  t h a t  i s ,  com pe ten t  p sy ch o m et r ic  p ro c e d u re s  requ ire  th a t  
s e v e r a l  in s t ru m e n ts  be  u s e d  to m easure  a g iven  a t t i t u d e .  Future r e s e a r c h ,  
to  a l l e v i a t e  t h e s e  sh o r tc o m in g s ,  cou ld  u se  some u n o b t ru s iv e  m easure  such  
a s  Sheri f  and S he r i f ' s  (1969) "Own C a te g o r i e s "  t e c h n iq u e .
A se c o n d  a re a  w h ic h  i s  in need  of fur ther  r e s e a r c h  c o n c e rn s  the 
a b i l i ty  of the  I-E Sca le  to  m easu re  l e a d e r s h ip  p o t e n t i a l .  The r e s u l t s  
from t h i s  and o ther  s t u d i e s  in d ic a te  th i s  in s t rum en t  can  p red ic t  which  
w orke rs  have a .p ro p e n s i ty  for in i t ia t in g  s o c i a l  a c t io n .  As s e v e r a l  i n v e s t i ­
g a to r s  have  de te rm in ed  th a t  t h i s  v a r i a b le  i s  an in teg ra l  part  of l e a d e r s h ip ,  
i t  fo l low s  th a t  the  I-E Sca le  may have  some u t i l i ty  in t h i s  a r e a .
A th ird  p o s s i b i l i t y  for a d d i t io n a l  r e s e a r c h  c o n c e rn s  th e  i n te r ­
r e l a t i o n s h ip  among i n t e l l e c t u a l  fun c t io n in g ,  job c o m p lex i ty ,  and  job 
f ru s t r a t io n  (as de f in ed  in t h i s  r e s e a r c h ) .  The d a ta  c o l l e c t e d  with  r e s p e c t  
to  H y p o th e se s  I l ia  and I l lb  s u g g e s t  th a t  t h e s e  h y p o th e s e s  were  r e j e c t e d  
due  to  the  ope ra t ion  of two u ncon tro l led  v a r i a b le s  (job c om p lex i ty  for 
H y p o th e s i s  I l i a ,  and  r e s t r i c t i o n  of range  in the  c a s e  of H y p o th e s i s  I l lb) .  
B ecause  the  r e s u l t s  w ere  in the  p red ic ted  d i r e c t i o n ,  p lus  th e  apparen t
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e f f e c t  of t h e s e  tw o  e x t r a n e o u s  v a r i a b l e s ,  i t  a p p e a r s  j u s t i f i a b l e  to  r e - t e s t  
th e  h y p o t h e s e s  in an in d u s t r i a l  o rg a n iz a t io n  where  the  j o b s  a re  h e t e r o ­
g e n e o u s  w i th  r e s p e c t  to c o m p lex i ty  (as m easu red  by the  Tob C om plex i ty  
Index) and  w here  su ch  a s tu d y  c an  be c a r r ied  out over  a t  l e a s t  one  to 
th re e  y e a r s  (to con tro l  for r e s t r i c t i o n  of r a n g e ) .
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Differen t  t h in g s  a b o u t  a job  are  important  to  d i f fe ren t  p e o p le .  On 
th e  fo l low ing  p a g e s  the re  a re  a number  of s t a t e m e n t s  w h ic h  d e s c r ib e  th in g s  
w h ic h  might be found on any  jo b .  We w an t  to  know w h a t  i s  importan t  to  
you w hen  you th ink  a b o u t  your  j o b .
Below i s  a sam ple  q u e s t io n  w h ich  is  ve ry  s im i la r  to the q u e s t io n s  
on  the  fo l low ing  p a g e s :
SAMPLE QUESTION 
0.  An opp o r tu n i ty  to make a lo t  of m oney .
(a) How im portan t  is  t h i s  to  you ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  th e re  on your  p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
SAMPLE ANSWER
0.  (a) B  1  0  |  |
(b) i  i  0 0 1
You w i l l  no te  t h a t  e a c h  q u e s t io n  has  two p a r t s ,  (a) and  (b ) .
Read e a c h  q u e s t io n  c a r e f u l ly ,  then  in part  (a) i n d ic a t e  how im portan t  t h a t  
i tem  i s  to  y o u .  N e x t ,  in  part  (b) in d ic a te  how much of t h a t  i tem your 
p r e s e n t  job  p ro v id es  you w i th .
For e x a m p le ,  i f  hav in g  the  oppor tun ity  to  make a lot of money i s  
v e ry  im por tan t  to  y o u ,  f i l l  in the  num ber  f ive  s p a c e  for part  (a).  Fur ther ­
m ore ,  if you f e l t  t h a t  your  p r e s e n t  job  gave  you ve ry  l i t t l e  or a low 
o p p o r tu n i ty  to  make  a lo t  of money you would f i l l  in th e  number one s p a c e  
in  par t  (b ) . P le a s e  no te  th a t  you are to  make a l l  of y ou r  r e s p o n s e s  on the  




Answer  a s  c a re fu l ly  and a s  c o r r e c t ly  a s  you c a n .  D o n ' t  th ink  abou t  
a  q u e s t io n  t o o  long; bu t  r a th e r ,  put  down the  f i r s t  th ing  w hich  c o m e s  to  
your  mind .  Remember, th e re  are  no r igh t  or wrong a n s w e r s .
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1. Being in a p o s i t io n  where  I co u ld  o b ta in  a ck n o w ledg em en t  for th e  
good work I do .
(a) How im portan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  the re  on your  p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
2 .  Com for tab le  w ork ing  c o n d i t io n s  .
(a) How important  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  the re  on your p re s e n t  j o b ?
(low) 1 2 3 4 5 (high)
3 .  An oppor tun i ty  to  do th in g s  w h ic h  I can  be  proud of .
(a) How im portan t  i s  t h i s  to y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  the re  on your  p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
4 .  A c h a n c e  to  work with  n ic e  p e o p le .
(a) How im portan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  th e re  on your  p re s e n t  j o b ?
(low) 1 2 3 4 5 (high)
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5.  A c h a n c e  to  acq u i re  fur ther  knowledge and  s k i l l s .
(a) How im por tan t  i s  th i s  to you ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  the re  on your p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
6 .  An oppor tun i ty  to  have  a good b o s s .
(a) How im por tan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  there  on your  p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
7 .  A c h a n c e  to t ak e  r e s p o n s i b i l i t y .
(a) How im por tan t  i s  t h i s  to  you ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  is  the re  on your  p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
8. A c h a n c e  to  work for a company which  is  w e l l  though t  of in the  
community .
(a) How im por tan t  i s  t h i s  to y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  the re  on your p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
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9 .  H av ing  a job  w h ich  of fe rs  a c h a l l e n g e .
(a) How im portan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  t h e re  on your p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
10. Working for a com pany  w i th  a good  h o s p i t a l i z a t i o n  p l a n .
(a) How im portan t  i s  t h i s  to y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  is  t h e re  on your  p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
11. An oppor tun i ty  to  a d v a n c e  to  a h igh e r  p o s i t io n .
(a) How im portan t  is  t h i s  to  you ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  the re  on your  p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
12.  Being a b le  to  h ave  s t e a d y  e m p lo ym en t .
(a) How importan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  the re  on your p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
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13. Being in a s i t u a t i o n  w here  my id e a s  would  be a p p r e c i a t e d .
(a) How importan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  is  th e re  on your  p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
14 o A c h a n c e to have  p h y s i c a l  s a f e t y .
(a) How importan t  is  t h i s  to  you ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  is  the re  on your p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
15. An oppor tun i ty  to t a k e  on a d i f f ic u l t  job and do  it  w e l l .
(a) How im portan t  is  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of th i s  i s  the re  on your  p re s e n t  j o b ?
(low) 1 2 3 4 5 (high)
16. Belonging to  a f r iend ly  group of w o r k e r s .
(a) How importan t  is  t h i s  to  you ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  the re  on your p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
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17. Having p len ty  of c h a n c e s  to  d e v e lo p  my p r o f e s s io n a l  a b i l i t i e s .
(a) How importan t  i s  t h i s  to  you ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  the re  on your  p re s e n t  j o b ?
(low) 1 2 3 4 5 (high)
18. A c h a n c e  to  work under  the su p e rv i s io n  of a good m anager .
(a) How importan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  there  on your  p re s e n t  j o b ?
(low) 1 2 3 4 5 (high)
19. Freedom to  make d e c i s i o n s  on my own.
(a) How importan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  the re  on your  p re s e n t  j o b ?
(low) 1 2 3 4 5 (high)
2 0 .  Working for an o rgan iz a t io n  t h a t  peo p le  th ink  w e l l  of .
(a) How important  i s  t h i s  to  you ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  the re  on your  p re s e n t  j o b ?
(low) 1 2 3 4 5 (high)
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21 . A c h a n c e  to be c r e a t i v e .
(a) How im por tan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  th e re  on your  p r e s e n t  j o b ?  
(low) 1 2 3 4 5 (high)
22 . O ppor tun i ty  for good fr inge b e n e f i t s .
(a) How im por tan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  th e re  on your p r e s e n t  j o b ?  
(low) 1 2 3 4 5 (high)
23 . Oppor tun i ty  to a d v a n c e  in p o s i t io n .
(a) How im por tan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  the re  on your p r e s e n t  j o b ?  
(low) 1 2 3 4 5 (high)
24 . Being w i th  one com pany  or o rg an iz a t io n  long enough  th a t  I c an n o t  be 
la id  off .
(a) How im por tan t  i s  th i s  to  you ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  the re  on your p r e s e n t  j o b ?  
(low) 1 2 3 4 5 (high)
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2 5 .  Being a b le  to  r e c e iv e  r e c o g n i t io n  for a job  w e l l  d o n e .
(a) How im por tan t  i s  t h i s  to  you ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  the re  on your  p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
26 .  A c h a n c e  to  have  h e a l th fu l  su r ro u n d in g s .
(a) How im por tan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  the re  on your  p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
2 7 .  A c h a n c e  to  app ly  m y se l f  to  som eth ing  w or th w h i le .
(a) How im por tan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
■(b) How much of t h i s  i s  th e re  on your  p r e s e n t  j o b ?  
(low) 1 2 3 4 5 (high)
28o A c h a n c e  to  wTork with  p eo p le  who wi l l  l ike  me.
(a) How im por tan t  i s  t h i s  to  you ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  th e re  on your p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
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29 .  Having  the  oppor tun i ty  to  l ea rn  new s k i l l s  or ga in  k n o w ledg e .
(a) How importan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  there  on your p re s e n t  j o b ?
(low) 1 2 3 4 5 (high)
30 .  A c h a n c e  to  work for a b o s s  who is  f a i r .
(a) How importan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  there  on your  p re sen t  j o b ?
(low) 1 2 3 4 5 (high)
31 .  An oppor tun i ty  to  acqu i re  a d d i t io n a l  r e s p o n s i b i l i t y .
(a) How im portan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of th i s  i s  there  on your  p re s e n t  j o b ?
(low) 1 2 3 4 5 (high)
32.  Working  for a r e s p e c t e d  com pany .
(a) How important  is  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of th i s  i s  th e re  on your  p re sen t  j o b ?
(low) 1 2 3 4 5 (high)
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3 3 .  Doing the  k ind of work I f ee l  i s  r e a l ly  im po r tan t .
(a) How im por tan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  th e re  on your  p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
34 .  A c h a n c e  to work a t  a job w h ich  h a s  good hours  .
(a) How im por tan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  the re  on your  p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
3 5 .  Having  a c h a n c e  to  be promoted to a new  p o s i t io n .
(a) How im por tan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  the re  on your p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
36 .  Having good job  s e c u r i t y .
(a) How im por tan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  there  on your  p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
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37. Being r e c o g n iz e d  for th e  good work I do .
(a) How im por tan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  th e re  on your  p r e s e n t  j o b ?  
(low) 1 2 3 4 5 (high)
38. Freedom from c h a n c e s  of pa in  or  in ju ry .
(a) How im por tan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  the re  on your p r e s e n t  j o b ?  
(low) 1 2 3 4 5 (high)
39. Being a b le  to s e e  the  r e s u l t s  of my own e f fo r t s .
(a) How im portan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  the re  on your p r e s e n t  j o b ?  
(low) 1 2 3 4 5 (high)
40. Being a member of a work group w hich  s t i c k s  t o g e th e r  in th e i r  
w o r k .
(a) How im por tan t  i s  th i s  to y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  the re  on your  p r e s e n t  j o b ?  
(low) 1 2 3 4 5 (high)
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4 1 .  A c h a n c e  to  lea rn  som eth ing  n ew .
(a) How im por tan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of th i s  i s  there  on your  p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
42 . . To g e t  a long  w e l l  w i th  my b o s s  .
(a) How im por tan t  i s  th i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of th i s  i s  th e re  on your p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
43 . To be pla ced  in ch a rg e  of a job and s e e  t h a t  it  i s  done r ig h t .
(a) How importan t  i s  t h i s  to y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  th e re  on your  p r e s e n t  j o b ?
(lew) 1 2 3 4 5 (high)
4 4 .  W orking  for an  in f lu e n t ia l  com pany .
(a) How im por tan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  th e re  on your p re s e n t  j o b ?
(low) 1 2 3 4 5 (high)
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4 5 .  Being a b le  to  c o m p le te  a whole  job  ra th e r  th an  j u s t  a part  of o n e .
(a) How im por tan t  i s  th i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of th is  i s  th e re  on your p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
4 6 .  Working for an o rg an iz a t io n  th a t  i s  fa i r  to  i t s  w o rk e r s .
(a) How im por tan t  is  th i s  to  you ?
(low) 1 2 3 4 5 (high)
(b) How much of th i s  i s  the re  on your  p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
4 7 .  Working in  a f i e ld  in w h ich  the re  i s  a c h a n c e  to  g e t  a h e a d .
(a) How im por tan t  is  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of th i s  i s  the re  on your  p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
48 .  Having a job w here  th e re  i s  l i t t l e  c h a n c e  of be ing  l a id  off.
(a) How im por tan t  i s  t h i s  to  you ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  there  on your  p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
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4 9 .  An oppor tun i ty  to  r e c e iv e  s in c e re  p r a i s e .
(a) How im portan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of  t h i s  i s  the re  on your  p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
5 0 .  Having p len ty  of t ime to  g e t  a job d o n e .
(a) How importan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  there  on your p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
5 1 .  Being a b le  to  s e e  the  r e s u l t s  of  my work so  th a t  I know th a t  I have  
a c c o m p l i s h e d  som e th in g .
(a) How im por tan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  there  on your  p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
52.  A c h a n c e  to  be part  of a t e a m .
(a) How im portan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of th i s  i s  there  on your  p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
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53 . A c h a n c e  to  add to  my body  of k n o w l e d g e .
(a) How im por tan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  the re  on your p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
54 .  An oppor tun i ty  to  r e c e i v e  good s u p e r v i s io n .
(a) How importan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of th i s  i s  th e re  on your  p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
55.  Being r e s p o n s i b l e  for my own w ork .
(a) How importan t  i s  t h i s  to  you ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  th e re  on your  p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
5 6 .  Having a job  w h ic h  d em a n d s  r e s p e c t .
(a) How im portan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of  t h i s  i s  the re  on your  p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
82
5 7 .  An oppor tun i ty  to  work a t  a job which  i s  c re a t iv e  in n a tu r e .
(a) How im por tan t  i s  t h i s  to  you ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  there  on your p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
58 .  A c h a n c e  to  work for  a co m p an y  w hich  p ro v ides  me w i th  h e a l th  and  
l i fe  i n s u r a n c e .
(a) How im por tan t  i s  t h i s  to y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  there  on your p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
59 .  A c h a n c e  to  be promoted w i th in  the  com pany .
(a) How im portan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of t h i s  i s  there  on your p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)
60.  Working for a c o m p a n y  w here  th e re  i s  l i t t l e  c h a n c e  of b e in g  f i red .
(a) How im por tan t  i s  t h i s  to  y o u ?
(low) 1 2 3 4 5 (high)
(b) How much of  t h i s  i s  the re  on your  p r e s e n t  j o b ?
(low) 1 2 3 4 5 (high)




This  i s  a q u e s t io n n a i r e  to f ind out  the  w a y  in which  c e r t a in  im por­
t a n t  e v e n t s  in our s o c i e t y  a f fe c t  d i f fe ren t  p e o p le .  Each i tem c o n s i s t s  of 
a  pa i r  of a l t e r n a t i v e s  l e t t e r e d  a_ or .b. P le a s e  s e l e c t  th e  one s t a te m e n t  of 
e a c h  p a i r  (and on ly  one) w hich  you more s t ron g ly  b e l i e v e  to  be the  c a s e  
a s  far a s  y o u ' r e  c o n c e r n e d .  Be sure  to  s e l e c t  th e  one you a c tu a l ly  b e l i e v e  
to  be  more t rue  r a th e r  th an  the  one you th ink  you should  c h o o se  or the  one  
you would  l ike  to  be  t r u e .  This  i s  a m ea su re  of p e r s o n a l  b e l ie f :  o b v io u s ly  
th e re  a re  no r igh t  or wrong a n s w e r s .
Your a n s w e r s  to  the  i tem s  on t h i s  in v en to ry  a re  to  be reco rd ed  on a 
s e p a r a t e  a n s w e r  s h e e t  w h ich  i s  l o o s e ly  i n s e r t e d  in the  b o o k le t .  Remove 
THIS ANSWER SHEET NOW. Print your  name and any  other  in formation  r e ­
q u e s t e d  by  the  ex am in e r  on the  a n s w e r  s h e e t ,  t h en  f in ish  read ing  t h e s e  
d i r e c t i o n s .  Do no t  open  the  b o o k le t  un t i l  you are  to ld  to do s o .
P le a s e  a n s w e r  t h e s e  i tem s  c a re fu l ly  but  do no t  spen d  too  much t ime 
on any  one  i t e m .  Be sure  to  find an a n s w e r  for every  c h o ic e .  Find the  
number  of the  i tem  on the  a n s w e r  s h e e t  and b l a c k - i n  the  s p a c e  under  the  
number  1 or 2 w h ic h  you c h o o se  a s  th e  s t a t e m e n t  m ost  t r u e .
In som e i n s t a n c e s  you may d i s c o v e r  t h a t  you b e l i e v e  both s t a t e m e n t s  
or n e i t h e r  o n e .  In su c h  c a s e s ,  be sure  to  s e l e c t  the  one you more s t ron g ly  
b e l i e v e  to  be the  c a s e  a s  far  a s  y o u ' r e  c o n c e rn e d .  Also try to re s p o n d  to
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e a c h  i tem  in d e p e n d e n t ly  when making your c h o ic e ;  do  no t  be  in f lu en ced  
by  your  p rev io u s  c h o i c e s .
REMEMBER
S e le c t  t h a t  a l t e r n a t iv e  w h ic h  you p e rs o n a l ly  b e l i e v e  to be  more t rue
36
I more s t ro n g ly  b e l i e v e  th a t :
1 . a .  C h i ld ren  g e t  in to  t roub le  b e c a u s e  th e i r  p a re n t s  p u n ish  them
to o  m uch .
b .  The t rou b le  w ith  m ost  c h i ld ren  n o w a d ay s  i s  th a t  t h e i r  p a re n t s  
a re  too  e a s y  w i th  th e m .
2 .  a .  Many of th e  u nh ap p y  th in g s  in p e o p l e ' s  l iv e s  are  p a r t ly  due
to  bad  lu c k .
b .  P e o p l e ' s  m is fo r tu n e s  r e s u l t  from th e  m is ta k e s  th ey  m ak e .
3 .  a .  One of th e  major  r e a s o n s  why we have  w a rs  i s  b e c a u s e  peop le
d o n ' t  t ak e  enough  i n t e r e s t  in p o l i t i c s .
b .  There w i l l  a lw a y s  be w a rs  , no  m at te r  how hard  p e o p le  t ry to
p re v e n t  t h e m .
4 .  a .  In th e  long run p e o p le  ge t  th e  r e s p e c t  th e y  d e s e r v e  in t h i s  world
b .  U n fo r tu n a te ly ,  an i n d iv i d u a l ' s  worth  of ten  p a s s e s  u n re c o g n iz e d
no m at te r  how hard  he  t r i e s .
5 .  a .  The id ea  th a t  t e a c h e r s  a re  unfa i r  to s tu d e n ts  i s  n o n s e n s e .
b .  M os t  s tu d e n t s  d o n ' t  r e a l i z e  th e  e x te n t  to w h ich  th e i r  g r a d e s
are  in f lu e n ce d  by a c c i d e n t a l  h a p p e n in g s .
6.  a .  W ith o u t  th e  r ight  b r e a k s  one can n o t  be  an  e f f e c t i v e  l e a d e r .
b .  C a p a b le  peo p le  who fa i l  to  becom e l e a d e r s  h ave  n o t  t ak e n
a d v a n ta g e  of th e i r  o p p o r tu n i t i e s .
7 .  a .  No m at ter  how hard  you t ry  some peop le  j u s t  d o n ' t  l ik e  y o u .
b .  People who c a n ' t  g e t  o th e r s  to l ike  them ,  d o n ' t  u n d e r s t a n d  how
to  g e t  a long  w i th  o t h e r s .
8. a .  H e red i ty  p lay s  the  major  ro le  in de te rmin ing  o n e ' s  p e r s o n a l i t y .
b .  It i s  o n e ' s  e x p e r i e n c e s  in l ife  w hich  d e te rm in e  w ha t  t h e y ' r e
l i k e .
9 .  a ,  I h a v e  o f ten  found th a t  w h a t  i s  going to h a p p e n  w i l l  h a p p e n .
b .  T rus t ing  to  fa te  h a s  n e v e r  tu rned  out  a s  w e l l  for me a s  making
a d e c i s i o n  to  t a k e  a d e f in i te  c o u rs e  of a c t i o n .
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I more s t ron g ly  b e l i e v e  th a t :
10. a .  In the  c a s e  of th e  w e l l  p repa red  s tu d e n t  the re  i s  r a re ly  if  e v e r
s u c h  a th ing  a s  an un fa i r  t e s t .
b .  Many  t im e s  exam q u e s t io n s  t end  to  be  so  u n re la te d  to  c o u rs e
w o rk ,  t h a t  s tudy ing  i s  r e a l ly  u s e l e s s .
11. a .  Becoming a s u c c e s s  i s  a  m at te r  of hard  w ork ,  luck  h a s  l i t t l e
or no th in g  to do with  i t .
b .  G e t t in g  a good job d e p e n d s  m ain ly  on be in g  in the  r igh t  p lac e
a t  the  r igh t  time .
12. a .  The a v e ra g e  c i t i z e n  c an  have  a n  in f lu e n c e  in governm ent  d e ­
c i s i o n s  .
b .  This  world  i s  run by the  few p eo p le  in  p ow er ,  and the re  i s  no t
much the  l i t t l e  guy can  do a b o u t  i t .
13. a .  W hen  I make p l a n s ,  I am a lm o s t  c e r t a in  t h a t  I c a n  make them
w o r k .
b .  -It i s  n o t  a lw a y s  w i s e  to  p lan  too  far  a h e a d  b e c a u s e  many th in g s  
turn out  to  be a m at te r  of good or bad  for tune  anyhow .
14. a .  There are  c e r t a in  peop le  who are  j u s t  no good ,
b .  There i s  some good in  e v e ry b o d y .
15. a .  In my c a s e  g e t t in g  w ha t  I w a n t  h a s  l i t t l e  or no th ing  to do w i th
l u c k ,
b .  Many t im e s  we might j u s t  a s  w e l l  d e c id e  w h a t  to  do by f l ipping
a c o in .
16. a .  W ho g e t s  to  be the  b o s s  of ten  d e p e n d s  on who w a s  lucky  enough
to  be  in  the  r igh t  p l a c e  f i r s t .
b .  G e t t in g  p eo p le  to  do the  r igh t  th ing  d e p e n d s  upon a b i l i ty ,  luck
h a s  l i t t l e  or no th ing  to  do w i th  i t .
17. a .  As far  a s  world a f fa i rs  a re  c o n c e r n e d ,  m ost  of us  a re  th e  v i c ­
t im s  of fo rc e s  we c a n  n e i th e r  u n d e r s t a n d ,  nor c o n t ro l .
b .  By t a k in g  an  a c t iv e  part  in p o l i t i c a l  and  s o c ia l  a f fa i r s  the











s t rong ly  b e l i e v e  th a t :
a. M ost  peop le  d o n ' t  r e a l i z e  the  e x te n t  to w h ich  th e i r  l i v e s  are
c o n t ro l le d  by a c c id e n ta l  h a p p e n in g s .
a . There i s  r e a l ly  no  su c h  th ing  a s  " lu ck .  "
a. One shou ld  a lw a y s  be wil l ing  to  admit  h i s  m i s t a k e s .
a. It i s  u s u a l ly  b e s t  to  c o v er  up o n e ' s  m i s t a k e s .
a. It i s  hard  to  know w h e th e r  or not  a p e rso n  r e a l l y  l ik e s  y o u .
a. How many f r iend s  you have  d e p e n d s  upon how n ice  a pe rso n
you a r e .
a. In the  long run the  bad  th in g s  th a t  h ap p en  to  u s  are  b a la n c e d
by the  good o n e s .
a. M o s t  m is fo r tu n e s  a re  the  r e s u l t  of l a c k  of a b i l i t y ,  ig n o ra n c e ,
l a z i n e s s ,  or a l l  t h r e e .
a. W ith  enough  effort  we can  wipe out p o l i t i c a l  co rru p t ion .
a. It i s  d i f f ic u l t  for peop le  to  have  much con tro l  over  the  th in g s
p o l i t i c i a n s  do  in o f f ice .
a. Som etim es  I c a n ' t  u n d e rs tan d  how t e a c h e r s  arr ive  a t  the  g ra d e s
th e y  g i v e .
a. There i s  a  d i r e c t  c o n n e c t io n  be tw een  how hard I s tudy  and the
g r a d e s  I g e t .
a. A good l e a d e r  e x p e c t s  peop le  to  d e c id e  for t h e m s e lv e s  wha t
t h e y  shou ld  d o .
a. A good l e a d e r  m ak e s  i t  c l e a r  to everyb o dy  w ha t  the i r  jobs  a r e .
a. Many t im e s  I f e e l  th a t  I have  l i t t l e  in f lu e n c e  over  the  th in gs
th a t  happen  to me.
a. It i s  im p o s s ib le  for me to b e l i e v e  th a t  c h a n c e  or luck  p la y s  an
im portan t  ro le  in my l i f e .
a. People  are  lo n e ly  b e c a u s e  th ey  d o n ' t  t ry  to be f r ien d ly .
a. T h e r e ' s  n o t  much u s e  in t ry ing too  hard  to  p l e a s e  p e o p le ,  if
t h e y  l ike  y o u ,  th ey  l ike  you .
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X more stroncrly believe that:
2 7 .  a .  There i s  too  much e m p h a s i s  on a th l e t i c s  in  h igh  s c h o o l ,
b .  Team sp o r t s  are  an  e x c e l l e n t  w a y  to bu i ld  c h a r a c t e r .
2 8 .  a .  .What h a p p e n s  to  me i s  my own d o in g .
b .  Som etim es  I f e e l  t h a t  I d o n ' t  have  enough  con tro l  over  the
d i r e c t i o n s  my l i fe  i s  t a k in g .
2 9 .  a .  M os t  of the  t ime I c a n ' t  u n d e rs t a n d  why p o l i t i c i a n s  b e h a v e
th e  w ay  th ey  do .
b .  In the  long run the  peo p le  are  r e s p o n s i b l e  for bad  governm ent  
on a n a t io n a l  a s  w e l l  a s  on a lo c a l  l e v e l .
A P P E N D I X  C
RESULTS OBTAINED WITH INTERNAL-EXTERNAL 
CONTROL OF REINFORCEMENTS SCALE
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RESULTS OBTAINED WITH INTERNAL-EXTERNAL 
CONTROL OF REINFORCEMENTS SCALE
SAMPLE TYPE N RESULTS
INTERNAL CONSISTENCY
Ohio  S ta te  U n i v e r s i t y /  
E lem entary  P s y c h .  S tuden ts
S p l i t -H a l f 100 r = . 73
Ohio  S ta te  U n iv e r s i ty ,  
E lem entary  P s y c h .  S tuden ts
K uder-R ichardson 100 r = . 73
U n iv e r s i ty  of N e b r a s k a  a t  O m aha ,  
E lem entary  P s y c h . S tuden ts
Kuder-R ichardson 93 r = . 79
N a t io n a l  S t ra t i f ied  Sample Kuder-R ichardson 1000 r = . 69
TEST-RETEST RELIABILITY
O hio  S ta te  U n iv e r s i ty ,  
E lem entary  P s y c h .  S tuden ts
1 month 60 r = . 72
P r i s o n e r s ,  C o lo rado  Reformatory 1 month 28 II 00
Oh io  S ta te  U n iv e r s i ty ,  
E lem entary  P s y c h .  S tuden ts
2 months 117 r - . 5 5
CORRELATION WITH INTELLECTUAL MEASURES
Ohio  S ta te  U n iv e r s i ty ,  
E lem entary  P s y c h . S tuden ts
Ohio S ta te  Psych  
Exam
107 r = - . 09
Ohio S ta te  U n iv e r s i ty  
E lem entary  P s y c h .  S tuden ts
Ohio Sta te  Psy ch  
Exam
72 r = - . 11
Ohio Federa l  P r i s o n e r s , 
Ages 18-26
R e v ised  Beta 
IQ
80 r= + . 01
M id w e s t  M anufac tu r ing  Employees  
. Ages 18-57
W o n der l ic 100 r = - . 14
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M e a n s  and  S tandard  D e v ia t io n s  of I-E Scores  for 
Sam ples  of Severa l  Popu la t ion s
Sample N Sex M ean sd
Ohio  S ta te  U n iv e r s i ty /  
E lementary  P s y c h .  
S tu d en ts
1180 575M
605F
8 .1 5  





K ansas  S ta te  U n iv e r s i ty ,  
E lem en ta ry  P s y c h .  






3 . 8 4
3 .7 9
3 .8 2
U n iv e r s i ty  of C o n n e c t i c u t  
E lem entary  P s y c h .  









F lor ida  S ta te  U n iv e r s i ty ,  
E lem entary  P s y c h .  
S tu den ts
116 66M
54F
9 .0 5 3 .6 6
U n iv e r s i ty  of N e b r a s k a  a t  
O m aha ,  E lem entary  P s y c h .  
S tu d e n ts
93 _
9 .7 5 4 . 2 0
O klahom a Sta te  U n iv e r s i ty ,  
E lem entary  P s y c h .  
S tu d en ts
56
-
9 .9 1 3 .7 1
P ea ce  Corps  
T ra in e e s
155 12 2 M 
33F
6 .0 6  
5 . 4 8  
5 .9 4
3 .5 1
2 . 7 8
3 .3 6
P r i s o n e r s ,  Ages 18-2 6 80 80M 7 .7 2 3 .6 5
C o lu m b u s ,  O h io ,
12th Grade 









N a t io n a l  S t ra t i f ied  Sample  
Purdue Opinion  Poll
1000 500M
500F
(approx) 8 .5 0 3 .7 4









4 . 1 0
M id w e s t  M an u fac tu r in g  
E m p lo y e e s ,  Ages 18-57
100 100M 7 .7 5 3 .7 4




This  q u e s t io n n a i r e  c o n c e rn s  your  a t t i t u d e s  to w ard s  the  th in gs  which  
you and o th e r  w orke rs  l ike  you do w hen  you are  no t  w ork ing .  Your a n s w e r s  
to  th e  i tem s  are  to  be reco rd ed  on th e  s e p a r a t e  a n s w e r  sh e e t  w h ich  has  
b e e n  p ro v id ed .  P l e a s e  make sure th a t  the  a n s w e r  s h e e t  you are  u s in g  h a s  
the  w ords  "A ct iv i t ie s  Q u e s t io n n a i r e "  a t  the  to p .
Answer  e a c h  i tem c a re fu l ly ,  and  be sure  to  a n s w e r  every  q u e s t io n .  
Remember,  I am i n t e r e s t e d  in YOUR a t t i t u d e s  so  p l e a s e  s e l e c t  th o s e  a l t e r n a ­
t i v e s  w h ic h  b e s t  d e s c r i b e  YOU.
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1. A pproxim ate ly  how o f ten  do you t a k e  t im e  to  work in your  yard  ? 
(check  one)
(a) Every d a y .
(b) Seve ra l  t im e s  e a c h  w e e k .
(c) Seve ra l  t im e s  e a c h  month.
(d) I se ldom  sp en d  t ime working on my y a rd .
(e) I n e v e r  spen d  t ime working  on my y a rd .
2 . About  how o f ten  do  you work on or a round your  h o u s e  making minor 
r e p a i r s ,  p a in t in g  or f ix ing  t h i n g s ?  (check  one)
(a) Every d a y .
(b) Seve ra l  t im e s  e a c h  w e e k .
(c) Seve ra l  t im e s  e a c h  month.
(d) Seve ra l  t im es  e a c h  y e a r .
(e) I se ldom  sp e n d  t ime on my h o u s e .
(f) I n e v e r  sp e n d  t ime on my h o u s e .
3 .  Approxim ate ly  how of ten  do you ge t  to g e th e r  w i th  the  p eo p le  in your 
ne ighborhood  for t h in g s  s u c h  a s  p i c n i c s ,  p a r t i e s ,  b a r b e q u e s ,  c a r d s ,  
e t c .  ? (check  one)
(a) Severa l t im es e a c h w e e k .
(b) Severa l t im es e a c h  month.
(c) Severa l t im es e a c h y e a r .
(d) Very se ld o m .
(e) N e v e r .
4 .  Approxim ate ly  how of ten  do you g e t  to g e th e r  w i th  members  of your 
family  for t h in g s  su ch  a s  p i c n i c s ,  p a r t i e s ,  b a r b e q u e s ,  c a r d s ,  e t c . ?  
(check one)
(a) Seve ra l  t im e s  e a c h  w e e k .
(b) Seve ra l  t im es  e a c h  month.
(c) Severa l  t im es  e a c h  y e a r .
(d) Seldom.
(e) N e v e r .
5 .  Have you e v e r  gone  d o o r - t o - d o o r  to r a i s e  funds  for a c h a r i ty  or to 
cam paign  for som eone  ? (check  one)
(a) No.
(b) Y es ,  o n c e .
(c) Y es ,  s e v e r a l  t im e s  .
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6 .  Do you  be long  to  a un ion  ? (check  one)
(a) Y es .
(b) No.
If you  a n s w e r e d  "No" to  th e  abo ve  q u e s t i o n ,  p l e a s e  turn  to  the  n e x t  page  
and  a n s w e r  q u e s t io n  11. If you a n s w e re d  "Yes" to q u e s t io n  6 t h e n  p l e a s e  
a n s w e r  the  fo l low ing  q u e s t i o n s .
7 .  About how many of the  un ion  m e e t in g s  have  you a t t e n d e d  in  th e  p a s t  
y e a r ?  (check  one)
(a) All of t h e m .
(b) About 3 / 4  of th em .
(c) About one h a l f  of th em .
(d) About 1 /4  of th em .
(e) Very few of th em .
(f) None of t h e m .
8. Have  you e v e r  he ld  an o f f ice  in th e  un ion  ? (check  one)
(a) I h av e  n e v e r  h e ld  a un ion  o f f i c e .
(b) I h av e  he ld  a un ion  off ice  o n c e .
(c) I have  h e ld  a un ion  off ice  more than  o n c e .
9 . Have you e v e r  s e rv ed  on a  com m it tee  in the  u n i o n ?  (check  one)
(a) I h ave  n e v e r  se rv e d  on a un ion  c o m m it tee .
(b) I have  s e rv ed  on a un ion  com m it tee  o n c e .
(c) I h a v e  s e rv ed  on a un ion  com m it tee  more than  o n c e .
10. W h a t  t h in g s  do you u s u a l ly  do a t  un ion  m ee t in gs  ? (check  a s  many 
apply)
(a) Sit and l i s t e n  m o s t ly .
(b) Ask q u e s t i o n s .
(c) Bring up g r i e v a n c e s .
(d) Make m otions  a n d / o r  s e c o n d  m o t io n s .
(e) Answer q u e s t i o n s  t h a t  o th e r  p eop le  br ing u p .
(f) Talk a b o u t  som e th ing  be ing  d i s c u s s e d .
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11. Are you a member of any  formal s o c i a l  c lu b s  s u c h  a s  th e  L ions ,  E lks ,  
PTA, K iw anis ,  N a t io n a l i ty  c l u b s ,  v e t e r a n s  o r g a n i z a t i o n s ,  e t c . ?  
(check  one)
(a) Y es .
(b) N o ,
If you a n s w e re d  "No" to  th e  above  q u e s t io n  then  p l e a s e  turn the  page  and 
a n s w e r  q u e s t io n  17. If you a n sw e re d  "Yes" to q u e s t io n  11 th en  p l e a s e  
a n s w e r  th e  fo l low ing  q u e s t i o n s .
12 . Approxim ate ly  how many o rg a n iz a t io n s  of the  type  m ent ioned  in 
q u e s t io n  11 do you be long  t o ?  (check  one)
(a) O n e .
(b) T w o .
(c) T h r e e .
(d) Four or more .
13. About how often  do you a t t e n d  th e  m ee t in g s  of the  c lu b s  or o r g a n i ­
z a t io n s  to  w h ich  you be long  ? (check one)
(a) I a t t e n d  a l l  the  m e e t in g s .
(b) I a t t e n d  abou t  3 /4  of the  m e e t in g s .
(c) I a t t e n d  about  one h a l f  of th e  m e e t in g s .
(d) I a t t e n d  abou t  one for th of the  m e e t in g s .
(e) I se ldom  a t ten d  the  m e e t in g s .
(f) I n e v e r  a t t e n d  the  m e e t in g s .
14. W ha t  t h in g s  do you u s u a l ly  do  a t  t h e s e  m e e t in g s  ? (check  a s  many 
a s  apply)
(a) Sit and l i s t e n  m o s t ly .
(b) Ask q u e s t i o n s .
(c) Make m otions  a n d / o r  se c o n d  m o t io n s .
(d) Answer q u e s t i o n s  th a t  o ther  p eop le  bring up .
(e) Talk a b o u t  som eth ing  be ing  d i s c u s s e d .
15. Have you e v e r  h e ld  an o f f ice  in one of t h e s e  o r g a n i z a t i o n s ?  (check  
one)
(a) No.
(b) Y es ,  o n c e .
(c) Y es ,  s e v e r a l  t im es  .
16.  Have you ever  se rv e d  on a com m ittee  in one of t h e s e  o r g a n i z a t i o n s ?  
(check  one)
(a) N o .
(b) Y es ,  o n c e .
(c) Y es ,  s e v e r a l  t im e s .
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17. Are you a member of a chu rch  or s y n a g o g u e ?  (check one)
(a) Yes .
(b) No.
If you a n s w e r e d  "No" to  the  abo ve  q u e s t io n  then  turn th e  page  and a n s w e r  
q u e s t i o n  2 1 .  If you a n s w e r e d  "Yes" to  q u e s t io n  17, th en  p l e a s e  a n s w e r  
the  fo l low ing  q u e s t i o n s .
18. About how of ten  do you a t t e n d  chu rch  or s y n a g o g u e ?  (check  one)
(a) Once  a w e e k .
(b) O nce  e v e ry  o th e r  w e e k .
(c) About once  a m o n th .
(d) About o n ce  or tw ice  a y e a r .
(e) Very s e l d o m .
(f) N e v e r .
19. How a c t iv e  are you in c h u r c h - r e l a t e d  g roups  su ch  a s  a u x i l i a r i e s ,  
f e l l o w s h ip  c l u b s ,  e t c ?  (check  one)
(a) I am not  a c t iv e  in g roups  of t h i s  t y p e .
(b) I am som ew ha t  a c t iv e  in g roups of t h i s  t y p e .
(c) I am a c t iv e  in g ro up s  of t h i s  t y p e .
(d) I am v e ry  a c t iv e  in g roups  of t h i s  t y p e .
20 .  Have  you e v e r  he ld  an o f f ice  in one  of t h e s e  church  or s y n a g o g u e -  
r e l a t e d  g r o u p s ?  (check  one)
(a) N o .
(b) Y es ,  o n c e .
(c) Yes ,  s e v e r a l  t i m e s .
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21 .  Do you b e lo n g  to  or are  you a s s o c i a t e d  w ith  any  a th l e t i c  t e a m s  such  
a s  a bowling  t e a m / a b a s e b a l l  t e a m ,  e t c .  ? (ch eck  one)
(a) Y e s .
(b) No.
If you a n s w e r e d  " N o " to  the  above  q u e s t io n  p l e a s e  turn the  page  and 
a n s w e r  q u e s t io n  25 .  If you a n sw e re d  “Yes"  p l e a s e  a n s w e r  the  fo l lowing  
q u e s t i o n s .
22 . About how many a th l e t i c  t e a m s  or g roups  a re  you a s s o c i a t e d  w i t h ?  
(check  one)
(a) O n e .
(b) T w o .
(c) Three .
(d) Four or more .
23 .  How a c t iv e  a p a r t i c ip a n t  are  you on the  t e a m s  to w hich  you b e l o n g ?  
(check  one)
(a) I am j u s t  a member and d o n ' t  p a r t i c i p a t e .
(b) I am som ew ha t  a c t i v e .
(c) I am an  a c t iv e  member of the  t eam (s )  to  w h ich  I b e lo n g .
(d) I am a v e ry  a c t iv e  member of the  team(s)  to  w h ic h  I
b e l o n g .





2 5 .  Approximately  how many t im e s  in the  p a s t  y e a r  h a v e  you gone  
f i s h i n g , h u n t in g ,  b o a t in g ,  e t c .  ? (check one)
(a) N ever .
(b) O n c e .
(c) T w i c e .
(d) Three t im e s .
(e) Four or more t im e s .
2 6 .  About how often  do you work with  to o l s  to e i th e r  b u i ld  or r e p a i r  
som eth ing  in your  spa re  t ime ? (check one)
(a) Every d a y .
(b) Severa l  t im e s  e a c h  w e e k .
(c) Severa l  t im e s  e a c h  month .
(d) Severa l  t im e s  e a c h  y e a r .
(e) Very se ld o m .
(f) N ev er .
2 7 .  Approximately  how many t im e s  in the  p a s t  y e a r  h av e  you g one  g o l f in g ,  
b ow l in g ,  p lay ed  t e n n i s ,  e t c .  ? (check one)
(a) N ever .
(b) O n c e .
(c) T w i c e .
(d) Three t im e s .
(e) Four or more t i m e s .








Required:  8th g rade  
or l e s s
Job
Training
L e s s  than  
2 y e a r s  
of high 
sc h o o l
2 -3  y e a r s  
of h igh  
schoo l
High
sc ho o l
g rad u a te
Some
c o l le g e
n e c e s s a r y
Time: 0 thru  1 
day
2 d a y s  
thru 1 w eek
Up to 1 
month
2 thru  6 
months





O p e ra t io n s :
Length  of 
W^rk
2 3 4 ^ 5
C y c le :  L es s  th an  
5 m in u te s
5 to  30 
m inu tes
3 0 -6 0
m inu tes
1-2 hours ^ 3  hours
AUTONOMY
R e s p o n s i ­
b i l i t y :  No r e s p o n ­
s ib i l i t y
Freedom;
R e s p o n s i ­
ble  for own 
w o r k , but  
d o e s n ' t  
i n s p e c t  
worK
R e s p o n s i ­
b le  for own 
work and 
for own i n ­
sp e c t io n
R e s p o n s i ­
b le  for work 
of 1-5 
o ther  men
R e s p o n s i ­
ble  xor work 
of :>5 men
S ees  b o s s  
c o n s t a n t l y ,  
l e a v e s  job  
on ly  a t  
a p p o in te d  
t im e s
S ees  b o s s  
c o n s t a n t l y ,  
c an  l e a v e  
job  a t  w il l
S ees  b o s s  
s e v e ra l  
time s e a c h  
hour ,
l e a v e s  job 
a t  a p p o in ­
ted  t ime 
only
S ees  b o s s  
s e v e r a l  
time s e a c h  
hour ,  can  
l e a v e  job 
a t  w i l l
Sees  b o s s  
1-2 t im es  
e a c h  d a y ,  
l e a v e s  
job  a t  w i l l
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UNIVERSITY OF NEBRASKA AT OMAHA 
P . O .  Box 688 O m aha ,  N e b r a s k a  68101
July 3 ,  1969
D ear  (name of s p o n s o r in g  o rg an iza t ion )  Employee:
P le a s e  a l lo w  me to in t ro d u c e  m yse lf :  my name i s  Joe N e v o t t i ,  I 'm 
a g ra d u a te  s tu d e n t  a t  the  U n iv e r s i ty  of N e b ra s k a  a t  O m aha ,  and I ne ed  
your  h e lp .  C u r ren t ly  I am e n g a g e d  in a r e s e a r c h  p ro je c t  which  r e q u i r e s  
the  a s s i s t a n c e  of a num ber  of men l ike  y o u r s e l f .  Your n a m e ,  a s  w e l l  a s  
the  nam es  of over  100 of your  fe l low  w o rke rs  w a s  s e l e c t e d  random ly from 
a l l  (name of sp o n s o r in g  o rg an iza t io n )  e m p lo y e e s  to  p a r t i c ip a te  in th i s  
p r o j e c t .  B a s i c a l l y ,  t h i s  r e s e a r c h  p ro jec t  c o n c e rn s  your  f e e l in g s  about  
your  jo b .
The f i r s t  r e a c t i o n  of a pe rson  who i s  a s k e d  to  p a r t i c ip a te  in such  a 
p ro je c t  i s  u s u a l ly  "How w i l l  it  in f lu e n c e  my j o b ? "  or "Is the  information  
w h ich  I g ive  go ing  to be u s e d  a g a i n s t  m e ? "  or "What a s tup id  w a s t e  of 
t im e!  " Knowing t h i s  I f e e l  it  i s  only  fa i r  to  g ive  you a b r ie f  e x p la n a t io n  
of the  p u rpose  of th e  s tu d y  a s  w e l l  a s  the  m anner  in which  your a n s w e r s  
w i l l  be  t r e a t e d .
The p u rp o se  of t h i s  s tu d y  i s  to  a t tem p t  to  lea rn  w h a t  the  worker  
f e e l s  a bou t  h i s  j o b ,  and  how t h e s e  f e e l in g s  in f lu e n c e  h i s  b eh av io r  bo th  
on and off  the  j o b .  S tu d ie s  ve ry  s im i la r  to t h i s  one  h av e  he lp ed  m a n a g e ­
ment becom e aw are  of and  b e t t e r  u n d e r s t a n d  the  n e e d s  and prob lem s of 
the  w orke r .  W hen  m an ag em en t  i s  a b le  to u n d e r s t a n d  the  worker  the  r e s u l t  
i s  improved human r e l a t i o n s  and a h e a l th i e r  o r g a n iz a t io n a l  c l im a te  .
Although (name of sp o n s o r in g  o rg an iza t io n )  i s  i n t e r e s t e d  in the  o v e r ­
a l l  r e s u l t s  of t h i s  s tud y  and h a s  g iv en  me p e rm is s io n  to  c o n ta c t  y o u ,  no 
one in d iv id u a l  w i l l  be s in g le d  out  or i d e n t i f i e d .  Your a n s w e r s  to  a l l  the  
q u e s t i o n s  w i l l  be kep t  ABSOLUTELY CONFIDENTIAL. N e i th e r  your s u p e r ­
v i s o r  nor the  com pany  w i l l  e v e r  know w ha t  your  r e s p o n s e s  w e re .
The c o l l e c t io n  of d a ta  w i l l  t a k e  p la c e  n ex t  W e d n e s d a y ,  July 9 ,  in 
the  c o n fe ren c e  c e n t e r  a t  (name of sp on so r in g  o rgan iza t io n )  during your 
normal  s h i f t .  Your foreman wil l  t e l l  you e x a c t l y  w hen  and where  to  g o .
You w i l l  be a s k e d  to  f i l l  out  four q u e s t i o n n a i r e s  co n ce rn in g  your  a t t i tu d e s  
abou t  your  w o rk ,  and  t h i s  w i l l  t a k e  about  one hour of company t im e .




July 3 ,  1969
r e s p o n s e s  to  a l l  q u e s t i o n s  w i l l  be  kep t  ABSOLUTELY CONFIDENTIAL! The 
com pany  wi l l  n e v e r  know how you r e s p o n d e d  to  any  of the  q u e s t i o n s !
I w o u ld  l ike  to  t a k e  t h i s  oppor tun i ty  to  th an k  you for  c o o p e ra t in g  in t h i s  
r e s e a r c h  p r o j e c t .  Your a s s i s t a n c e  i s  v e ry  much a p p r e c i a t e d .  If you  h a v e  
any  q u e s t i o n s  p l e a s e  f ee l  f ree  to  c o n ta c t  me a t  the  u n i v e r s i t y .  My phone 
num ber  i s  5 5 3 - 4 7 0 0 ,  e x te n s io n  502.
C o rd ia l ly ,
Jo seph  R. N evo t t i  II 
G radu a te  R e sea rch  
A s s i s t a n t
A P P E N D I X  G 
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A P P E N D I X  H
INTERCORRELATION MATRICES FOR Ss WITH ABOVE 
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